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Abstract of Doctorate in Business Administration (DBA) Thesis, 'Motivational 
Factors of Indian Youth While Opting for a Career with Special Reference to 
Delhi Region * 
1. The present study, conducted by Lt Col Dharmendra Singh as part of 
Doctorate in Business Administration (DBA) from Aligarh MusHm 
University in collaboration with All India Management Association ( 
AIMA ), explores 'Motivational Factors of Indian Youth While Opting 
for a Career with Special Reference to Delhi Region \ It then, assesses 
implications for recruitment policies of the Armed Forces. The project has 
been completed under the guidance of Dr Parvaiz Talib, Reader, Faculty 
of Management Studies and Research, Department of Business 
Administration, Aligarh Muslim University, Aligarh- 202 002 (India) and 
Dr. A K Singh, Vice Chancellor, International University of Human 
Transformation at Raipur (Formerly, Reader, Faculty of Commerce and 
Business, Department of Commerce, Delhi School of Economics, 
University of Delhi, Delhi-110 006). 
2. The profession of arms, once a coveted career choice at the time of 
independence, has steadily lost its attractiveness for Indian youth. 
Possibly, prolonged separation of soldiers from their families, continuous 
deployment of Army Units on Internal security/Counter Insurgency 
duties, professional hazards, mismatched pay and allowances as compared 
to risks and hardships and availability of other lucrative avenues of 
employment in the private sector in the globalized era are a few factors 
that deter youth from recruitment into the Armed Forces. This has 
resulted in a shortfall of 13,000 Officers in the Indian Army, 15 to 20% 
deficiency in Indian Navy and Indian Air Force. 
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Abstract 
The thesis has been organized in eight chapters. Chapter 1 deals 
with 'World of Careers'. Chapter 2 pertains to 'The Defence Services-A 
Profile'. Chapter 3 refers to 'Motivation and Youth'. Chapter 4 is 
concerned with 'Review of Literature'. Chapter 5 highlights 'Present 
Study and Research methodology'. Chapter 6 deals with 'Results and 
Discussion', Chapter 7 with 'Implications and Suggestions for 
Recruitment Policies of the Armed Forces' and chapter 8 with 
'Highlights, Suggestions and Future Directions'. The first chapter on 
careers highlights various jobs available to both science and humanities 
students and suggestions for students to make a right career choice based 
on his aptitude and area of proficiency. The second chapter-profiling 
career in Defence Services refers to various branches of Indian Army, 
Indian navy and Indian Air Force along with various details of UPSC 
conducted written tests and Armed Forces' recruitment procedures at 
Services Selection Boards (SSBs) and medical establishments. The third 
chapter on 'Motivation and Youth' brings out the conceptual framework 
for motivation of youth opting for various careers through a model. It is 
pertinent to mention here that motivational factors inspiring youngsters 
seeking jobs for the first time are different than professionals switching 
over jobs in search of greener pastures Therefore, 'Maslow's Hierarchy 
of Needs' is the most relevant theory in case maiden career seekers. Other 
theories of motivation are of lesser relevance. The fourth chapter on 
'Review of Literature' deals with studies related to career choice and 
factors influencing career choice and socio- economic status of Armed 
Forces status. It underlines important highlights of research findings by 
both Indian and overseas scholars. Pendelton Herring, writing on the eve 
of the attack on Pearl Harbour, stated the issue with complete tact of a 
Harvard Professor of Political Science. He wrote that the best talent and 
the most enterprising young men would not seek to make the profession of 
Arms their life career. They went into business and other well rewarded 
professions. Citing the possible reasons for deficiencies, Lt Gen Balaram, 
338 
Abstract 
former Adjutant General of Indian Army observed that the possible 
reasons for deficiencies (demotivators) are inadequate pay, slow 
promotion, fading prestige in Indian society, and hard and risky service 
conditions. The fifth chapter on 'Present Study and Research 
Methodology' covers the 'Need for the Study', 'statement of the 
Problem', 'Objectives of the Study', 'Hypothesis', 'Research Approach 
and Design', 'Data Sources', 'Sampling Plan', 'Operational Definitions', 
'Development and Description of the Research Tools', 'Pattern of 
Analysis', 'Pilot Study', 'Reliability of the Tool', 'Procedure for Data 
Collection', and 'Chi Square Test' to find out the degree the degree of 
significance of relationship between ranking of Defence Services and their 
demographic profile. The sixth chapter on 'Results and Discussion' gives 
out the 'Overall Results' in three parts in the beginning of the text. Part 1 
analyses common demographic data of the students and defence 
respondents and degree of significance of relationship between ranking of 
Defence Services and their demographic profile. Part 2 gives out the 
responses of student respondents with regard to 'Degree of Involvement of 
Individuals in the Choice for a Career', 'Ranking of Various Professions', 
'Degree of Importance of Motivators' and 'Suggested Measures for 
Improving Attractiveness of Armed Forces as a Career Option'. Part III 
tabulates responses of Armed Forces respondents with reference to 
'Shortfall of Officers', 'Degree of Effectiveness of Measures Instituted by 
the Armed Forces to Overcome Shortfall of Officers' and 'Measures for 
Improving Attractiveness of Defence Services'. A two stage models, based 
on the findings of the research, show 'Motivational Factors of Indian 
Youth while opting for a Career: Implications for Recruitment Policies of 
the Armed Forces'. The seventh chapter on 'Implications and Suggestions 
for Recruitment Policies of the Armed Forces' brings out the recruitment 
policies during pre and post independence era up to 1970s, present 
recruitment policies and degenerating motivational levels of Indian youth 
after independence. The implications are discussed in general terms as 
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well as specific implications based on the research findings. The 
suggestions for improving attractiveness of the Defence Services are 
tabulated showing specific findings along with proposed ameliorative 
measures. Motivational factors of Indian Youth - based implications for 
recruitment policies of the Armed Forces are summarized at end of the 
chapter. The eighth chapter on 'Highlights, Suggestions, and Future 
Directions' covers the essence of the study. Bibliography, Suggested 
Readings are given for ready reference of readers as appendices. 
3. Specifically, this study was carried out with the following objectives in 
mind: -
(a) To identify motivational factors enchanting youngsters while opting 
for a career. 
(b) To determine the career preferences of modem day youth and to 
know the place the Defence Services enjoy in the order of 
preference vis-a-vis other professions. 
(c) To find out the degree of involvement of various individuals 
influencing the choice of the youth for a career. 
(d) To identify reasons for shortfall of manpower in the officers' cadre 
of the Defence Services and also inadequacies of the recruitment 
policies. 
(e) To determine the degree of effectiveness of various measures 
instituted by the Defence Services to overcome the short fall of 
officers. 
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(f) To suggest measures for attracting youth towards the Defence 
Services and evolve effective recruitment poUcies in modem day 
context. 
(g) To identify implications of Motivational Factors of Indian Youth on 
the Recruitment Policies of Armed Forces. 
(h) To establish the significance of relationship between ranking of 
Defence Services by Student Respondents and their demographic 
profile. 
2. The study used questionnaire-based survey amongst students and defence 
respondents. The population for the present research study comprised 225 
students (75 students each of class XII, Undergraduate and PG students). In 
addition, 150 Armed Forces personnel from three branches namely. Army, 
Navy and Air Force were included in the sample. From amongst students, 
75 class XII students, from both rural and urban areas, were covered in the 
study. Care was taken to ensure representation of both male and female 
respondents and also students from both private and government schools 
were included in the study to gauge their expectations/motivation from a 
service and also their order of preference for various professions. 75 
Graduate and 75 Postgraduate students of both the sexes and also from 
urban and rural areas were included in the study. 150 respondents were 
selected from amongst serving and retired defence personnel. These 
officers were of varying seniority and rank structure, diversified socio-
economic background, and educational status and from all parts of India. 
Two questionnaires, vetted by experts in the area, were administered to the 
respondents (225 students and 150 defence personnel). The random 
sampling method was employed for primary data collection. The 
questionnaire for students had 19 questions. The first question dealt with 
degree of involvement of various individuals (i.e. mother, father, sister / 
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brother, teacher, friends, relatives, grand-parents and others) in the choice of 
a career, on a four-point scale (least involved, somewhat involved, quite 
involved, and highly involved). The weights of 1,2,3 and 4 respectively 
were assigned to various Degrees of Involvement. The total score for each 
individual who could influence like each of the - four options mentioned 
above (i.e. Mother, Father, Brother/Sister, Teacher, Friends, Relatives, 
Grand parent) was worked out. And scores of all individuals for each 
respondent were summed up to find out the degree of involvement of these 
individuals. Ranking was decided by dividing the total score by No. of 
respondents i.e. 225 to arrive at the cumulative total. The total score of each 
individual was divided by the No. of respondents to get the average and 
multiplying the average by 100 to get the percentage. The second question 
required student respondents to rank nine broad categories/ sub-categories 
of professions. The broad categories of jobs included Teaching, Career in 
Creative / Performing Arts, Civil Services, Defence Services, Independent 
Professional, Private Sector, Public Sector, Self Employed, Computer and 
IT Professional and any profession other than afore-mentioned professions. 
While the profession ranked as No. 1 out of 9 was marked as 9, the service 
ranked as No. 2 was marked as 8 and so on. The score for each respondent 
and each career was summed up to arrive at the most preferred choice 
corresponding to highest score. Similarly, second, third and least popular 
service amongst the respondents were discerned. Dividing the total score by 
maximum possible score and multiplying the average by 100 to get the 
percentage, the average score of each profession and percentage were 
computed. 
The third structured question sought to ascertain the degree of importance of 
various motivators in the choice of a career on a four-point scale (very 
important, quite important, somewhat important, and least important). 
Factors marked as 'Least Important', 'Some What Important', 'Quite 
Important' and 'Most Important' were graded as 1,2, 3, and 4 respectively. 
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The score of each factor was totaled for all respondents to find out degree of 
importance of each factor. While the factor scoring highest emerges, then, as 
the most effective motivator of the youth. The least scored factor having least 
score emerges as a least important motivator for the respondents. The overall 
average score of each factor was calculated by dividing the total score of each 
motivator by the number of respondents. 
The fourth open-ended questions required the respondents to suggest measures 
to improve the attractiveness of the Armed Forces. The various measures were 
tabulated in terms of percentage and frequency and the highest frequency 
measure was interpreted as the most desirable and effective measure for 
attracting youth. The percentage of each desirable measure was calculated by 
dividing the frequency by No. of respondents and multiplying the quotient by 
100. 
The rest of 15 questions were related to personal particulars and demographic 
aspects. These were interpreted in terms of frequency and percentage of 
responses. 
The degree of significance of relationship between ranking of Defence 
Services by student respondents and their demographic profile was established 
through Chi Square Tests. 
The second questionnaire for defence personnel had 23 questions. The 
first open-ended question enquired the reasons for shortfall of manpower in 
the officers' cadre. Responses were interpreted in terms of frequency and 
percentages as explained earlier. 
The second structured question sought opinion of the respondents regarding 
degree of effectiveness of various measures instituted by the Defence Services 
to overcome shortfall of manpower on a four point scale (very effective, quite 
effective, somewhat effective and least effective). The opinion of the 
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respondents was ascertained on a four-point scale ranging from 'Least 
Effective', 'Somewhat Effective', and 'Quite Effective' to 'Very Effective' 
measures. These ranks were assigned weights of 1, 2,3 and 4 respectively. The 
scores of each measure for all the respondents were summed up and divided by 
the No. of respondents i.e. 150, to find the overall average degree of 
effectiveness of each measure and percentage was calculated by multiplying the 
average by 100. The degree of effectiveness of measures was also shown with 
the help of a bar graph. 
The third open-ended question pertained to measures that respondents 
would suggest overcoming shortfall of manpower. The measures suggested 
were interpreted in terms of frequency and percentage. These were presented 
with the help of a bar graph. The rest of 20 questions pertained to personal 
particulars and demographic factors. 
3. It was conducted in a selected government school, a Central School in 
New Delhi and institutions of GGS Indraprastha University, University of 
Delhi and other institutions. Primary data was collected from 75 students 
of two schools-Saheed Hemu Kalami Navodya Higher Secondary School, 
New Delhi and Central School, Andrews Ganj, New Delhi, 75 
undergraduate and 75 PG students from institutions of IP University and 
Delhi University, New Delhi. In addition, 150 officers from Army, Navy 
and Air Force participated in the study. Prior permission of Armed Forces 
Headquarters at New Delhi was obtained to this effect. The study used 
questionnaire-based survey and interview method among students defence 
respondents. 
4. As regards degree of involvement of various individuals in the choice of 
career, mother emerged as most highly involved followed by father, friends, 
relatives, teacher, sister/brother and grandparents. Other individuals / factors 
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included self- motivation, girl friends and celebrities. Civil Services were 
adjudged the most coveted profession followed by private sector, self-
employment, independent professional, teaching, career in creative and 
performing arts and computer/ IT professional, Defence Services, and public 
sector. . Amongst other careers, which were received attention of the student 
respondents were consultancy and cinema acting. Defence Services received 
8* place in choice of career. Possibly, hardships and hazards of the 
profession coupled with prolonged periods of separation from families at 
ordinary pay and allowances do not enthuse bright capable youth to accord 
higher priority the to Armed Forces for enrolment. Only those mediocre 
youngsters who fail to get place in other lucrative career options like medical, 
engineering, civil services may join the Defence Services as a last resort to 
avoid being labeled as 'Unemployed'. Amongst the creative and performing 
arts, journalism was found to be the most coveted. Dancing, singing, music, 
and painting followed it. IAS ruled the roost amongst the civil services, 
followed by IPS, Indian Foreign Service (IFS), and Allied services. Possibly, 
the 'power and prestige' and 'opportunity to earn a lot' motivate youth to 
aspire for IAS / IPS. Indian Air Force (lAF) was accorded the highest 
preference by the respondents amongst three defence services. Indian Navy 
followed it. Indian Army, due to its rustic and difficult life found very few 
aspirants. Amongst the professionals, the medicine was accorded the highest 
preference. It was followed by engineering, finance and advocacy in a court 
of law. In the corporate life, students preferred a job in a multi national 
company to Indian company. Amongst the ranking of motivators. Students 
accorded maximum importance to 'opportunity to earn a lot' followed by 
'Job Security', 'security of self and family', 'prestige in society', 'power and 
authority', 'feeling of togetherness amongst fellow workers', 'challenging 
work environment', 'opportunity to serve the nation', 'job in large metro', 
'recognition and rewards', 'glamour of uniform', 'job close to home town', 
and 'adventurous life style'. . 'Glamour of uniform' and 'adventurous life 
style' found very few takers. To make the career in Defence Services 
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attractive, most students suggested compulsory military training followed by 
improving promotional prospects, rationalisation of pay and allowances, 
organising visits of youth to Defence Establishments for greater 
familiarization, caring for and rehabilitation of Next-of kin of martyrs and 
the war- wounded and glorification of the Armed Forces through TV serials 
like 'PVC and 'Fauji'. Other measures suggested by student respondents 
included 'glorification of patriotism through media campaign', 'compulsory 
NCC training', 'enhancement of monetary and non monetary incentives', 
'highlighting the importance of the defence in national and international life'. 
There was a significant relationship between ranking of Defence Services 
by Student Respondents and all their demographic factors. 
5. Defence respondents cited subjectivity in performance appraisal followed by 
poor promotion prospects due to pyramidal hierarchy, unrealistic pay and 
allowances, early retirement age, risk of being disabled/martyred in battle, 
frequent separation from families, autocratic style of leadership, frequent 
unscheduled moves of personnel, poor growth of children of soldiers and 
scandalous defence deals are the important reasons for shortfall of officers in 
the Defence. As regards the degree of effectiveness of various measures 
instituted by the Armed Forces, improvement of promotional prospects by 
reducing service requirement for substantive rank ofCapt, Major and Lt Col 
was ranked as the most effective measure. It was followed by motivating 
NCC Cadets to join the Services, increasing intake of Short Service 
Commissioned Officers (SSCOs), introduction of stipend at training 
academies, raising of Rashtriya Rifles to relieve regular army soldiers from 
Counter Insurgency (CI) / Internal Security (IS) duties , opening doors to 
ladies commissioned officers, enhancement of attachment period of 
administrative services officers with Combat Arms, re-employment of retired 
officers, encouraging Junior Commissioned Officers (JCOs) for shouldering 
enhanced responsibilities, effective media campaign, filling up vacancies of 
officers through personnel below officers ranks (PBOR), mobilizing and 
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deploying Territorial Army for security duties for a longer duration. Dilution 
of selection standards and curtailment of Pre-Commission Training period 
were assessed as the 'least effective' measures. To overcome shortfall of 
officers, further improvement in promotion prospects was most frequently 
suggested measure by Defence respondents. It was followed by reservation of 
seats in educational institutions irrespective of domicile criteria for children 
of soldiers, lateral induction in suitable civil services of Military Officers, 
ensuring objectivity of performance appraisal through introduction of 360" 
performance appraisal for ensuring better job satisfaction, increasing 
retirement age up to 58-60 years to ensure full-fledged career in the Armed 
Forces for youngsters , constituting separate pay Commission for the defence 
services to take into account the peculiar service conditions of soldiers , 
ensuring 100% accommodation for families of soldiers for better quality- of-
work- life, inclusion of questions on military affairs in all school, college and 
competitive examinations for generating greater awareness about the defence 
services among the India masses, utilizing the managerial expertise of retired 
officers by employing them suitably in civil life, and greater sensitization of 
civil services towards the problems of soldiers' families. Other measures 
suggested included efficient media management, popularization of short-
service commission and reducing employment of army for police duties. 
6. The paradigm shift in motivators of youth implies the need for regular 
conduct of motivational surveys of youth to bring the recruitment policies of 
the Armed in tune with time. To attract talented youth. Pay and Allowances, 
Promotion Prospects and warrant of precedence of Defence officers vis-a-vis 
Civil Services officers need to be rationalized. The hardships and risk factors 
of soldiering are to be considered. Media campaign has to be made effective 
by targeting youth from rural/semi urban areas. Emphasis may be put on 
Short Service Commissioned officers (SSCOs) commissioning for better 
promotion prospects of regular officers without diluting selection standards or 
curtailing training periods. 100% family accommodation for personnel. 
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minimal employment of Armed Forces on internal security and counter 
insurgency tasks are necessary for stable family life. This will improve 
Quality- of- work life and motivate youngsters to join the Armed Forces. 
7. About the implications, changes brought upon in the recruitment ideology for 
the Indian Defence soon after independence, with the intention of broadening 
the base for bringing about equality and national integration have had their 
obvious derogatory effect on the professional standards of the Armed Forces. 
The situation got further accentuated as a result of the need for sudden 
expansion consequent to wars with China and Pakistan, and the changing 
socio-economic level of the country, which has made civil sector more 
lucrative. There is an obvious necessity to initiate deliberate steps to improve 
the terms and conditions of the Defence Services to ensure induction of the 
'right type' and their continued retention. Hence the impact of changes in 
recruitment ideology can aptly be summarized in the following words: 
"There may not be shortage of volunteers for the Defence 
Services because of the staggering unemployment in our 
country. But in terms of quality, however, there is no doubt 
that the Defence Services are lagging behind in drawing the 
more promising boys from our Schools, Colleges and 
Universities. " And "if we fail to ensure that our Armed Forces 
get the pick of nation's youth, we may have to pay serious 
penalties for this lapse." 
This phenomenon is equally applicable to and is being experienced by all 
newer nations, who are traversing a similar path of industrialization and 
economic development. Thus, there is an obvious necessity to take effective 
steps to rectify the situation. 
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If the apathy of Government of India towards amelioration of 
service conditions of Armed Forces personnel continues, it would 
continue to affect the quality of leadership, operational effectiveness 
and manpower state of officers' cadre. Omar Bradley has rightly 
said, "Inferior inducement brings second-rate men, second-rate men 
bring second-rate security; in war there is no prize for the runner up". 
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Preface 
1. The study of ^Motivational Factors of India Youth while opting for a 
career with Special Reference to Delhi Region', has been undertaken in 
fulfillment of the award of Doctorate in Business Administration (DBA) from 
Aligarh Muslim University, Aligarh in collaboration with All India Management 
Association (AIMA), New Delhi. 
2. The profession of arms, once a coveted career choice at the time of 
independence, has steadily lost its attractiveness for Indian youth. Possibly, 
prolonged separation of soldiers from their families, continuous deployment of 
Army Units on Internal security/Counter Insurgency duties, professional hazards, 
mismatched pay and allowances as compared to risks and hardships and 
availability of other lucrative avenues of employment in the private sector in the 
globalized era are a few factors that deter youth from recruitment into the Armed 
Forces. This has resulted in a shortfall of 13,000 Officers in the Indian Army, 15 
to 20% deficiency in Indian Navy and Indian Air Force. 
3. This study aims at measuring the degree of involvement of various 
individuals in the choice of a career for student respondents, ranking of various 
professions available in the country by student respondents, importance of various 
motivators for student respondents, reasons for shortfall of officers in the Armed 
forces, degree of effectiveness of various measures introduced by the Defence 
Services to tackle this problem. The study also suggests measures to overcome the 
present paucity of officers. 
4. Are today's youth still motivated by adventurous life style, glamour of xmiform, 
spirit of camaraderie while choosing a career? Has the emerging consumerist 
culture and the materialistic outlook relegated such intangibles to the background 
in favour of an available 'Opportunity to Earn a Lot? The study seeks to establish 
degree of significance of relationship between ranking of Defence Services by 
student respondents and their demographic profile. This is made possible through 
application of statistical tool of chi-square test. 
Preface 
'. The research project has been organized in eight chapters. The research project 
has been organized in eight chapters. Chapter 1 deals with 'World of Careers'. 
Chapter 2 pertains to 'The Defence Services-A Profile'. Chapter 3 refers to 
'Motivation and Youth'. Chapter 4 is concerned with 'Review of Literature'. 
Chapter 5 highlights 'Present Study and Research methodology'. Chapter 6 deals 
with 'Results and Discussion', Chapter 7 with 'Implications and Suggestions for 
Recruitment Policies Armed Forces' and chapter 8 with 'Highlights, Suggestions 
and Future Directions'. 
6. The bibliography, various appendices containing tables supporting 
cumulative sores highlighted at tables in Chapters 6 covering results and 
discussions, questiormaires and abstract of the study are annexed at the end of this 
dissertation. For better understanding of results of the study, data has been 
presented in the form of tables, charts, figures and graphs. 
Wishing readers informative, happy and interesting reading. 
Ansal Institute of Technology, 
Sector 55, Gurgaon-122003 
(Dharmendra Singh) 
LtCol 
Assistant Professor in Management 
^9 May 2004 
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World of Careers 
1.1 Introduction 
The world is changing fast. To keep pace with time, it has become 
necessary to remain informed about latest developments in various 
vocations. Deciding about future is a difficuh task. The task becomes 
daunting in the wake of information explosion. There is a need to take 
into account opinion of people who matter. There is stiff competition 
and host of pressures to cope with. Every one needs clarity concerning 
the future. Choice of career involves consideration of various options, 
modus operandi, risks involved in attainment of goals and the time 
frame. Such an exercise helps in eliminating or minimizing 
disappointments or regrets later. 
1.2 The Process of Career Planning 
Career planning is important at every stage of a person's life. It 
assumes significance at the higher Secondary/Intermediate and 
continues upto Graduate/Post Graduatation. It is critical even when a 
person is employed comfortably in a job. It requires an in depth 
understanding of one's potential, personality traits, abilities, interests, 
personal values and resources. This basic understanding helps in 
short-listing suitable options. When planned routes to a career or 
optional career are chalked out during school days, keeping in mind all 
attributes, preparation to enter a course and career becomes easy 
(Tondon, 1998). 
Effective career planning envisages a match between requirements for 
a job and personality characteristics of an individual. Awareness of 
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needs and aspirations, strengths and weaknesses, likes and dislikes is 
essential. This, in technical terms, is called SWOT i.e. analysis of 
Strength, Weaknesses, Opportunities and Threats (Chaffe and 
Edmonds, 1963) 
The process of career planning starts with self-knowledge. It must be 
backed by actual achievements and behaviors. If required, it may be 
supplemented by Objective test results (By qualified and experienced 
Counselors). While choosing a career, there is a need to evaluate one's 
basic orientation for factors like power, money, status and prestige. 
Basic interest in the job is vital for growth in any profession. Progress 
comes with determination, concerted effort, as also basic inclination 
for the job. These factors together contribute to a feeling of job 
satisfaction (Johnson, 1982) 
1.3 Making a Choice of a Career 
Work is a major source of identity for a person. Choice of career must 
match personal profile of the person. Youngsters need to take stock of 
their aptitudes, interests and personality in exercising this choice. 
They may take recourse to soft and inappropriate options under 
friend's influence or comply with parents' wishes. Putting a square 
peg in a round hole is a dangerous approach while choosing a career. 
When the choice of career is not based on self - knowledge and 
personal needs, the poor choice in careers results in dissatisfaction and 
frustration. Dissatisfaction leads to unhappiness, boredom, stress and 
psychosomatic problems (Rettig, 1974). 
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The following guidelines may be followed while oeciding the career: -
1.31 Make a List of Work Options: Various avenues available for 
employment need to be identified. There is a need to ensure 
that the job seeker has the necessary qualification, experience 
and aptitude for these options. 
1.32 Broadening Knowledge Base: This may be achieved by 
participating in exhibitions, reading and interacting with 
professionals in the chosen field of interest. 
1.33 Obtain True Description of the Desired Job: There is a need 
to collect in depth information about exact nature of job. Often 
in glamorous and prestigious jobs, job content may be less than 
satisfying. Unhappy experience can be avoided by finding 
answers to simple questions at the outset. 
1.34 Assess potential Conflict between Personal Values in Vogue 
in Work Place: This assessment is particularly important in 
case of value sensitive people. 
1.35 Obtain some kind of 'Feel' of the Actual Work 
Environment: At times, though, the aptitude and ability may 
be in line with job requirement; the work environment may not 
suit the personality of an individual. 
1.36. Consider Your Inner Self and the Opportunities in the 
Environment: SWOT analysis is relevant in this context. 
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1.4 Academic Versus Vocational Career 
Our educational system follows the 10+2+3 system, i.e. going 
through school, college and University. This is the academic 
stream while the vocational stream may begin after class X or 
even at college. The academic pursuit necessarily draws on the 
intellectual talent of the individual while the vocational stream 
develops critical job skills. Our system does little to generate 
respect for manual skill-based work, hence the rush for 
academic careers. There are limited subject choices for average 
students. But all is not lost. It only needs a fresh look at the 
worth of each career with an open mind. (Keller, 1948) 
1.5 Personality Types and Career Choice 
Personality is a concept by which we view and understand 
ourselves. It varies and can be seen along a continuum from 
one extreme to the other in its several dimensions. Some can 
work indefatigably; others succumb to the pressures of work. 
Matching occupational requirement with personality 
characteristics is a very important part of career guidance 
(Albuquerque, 2001). She gave a personality job fitness theory 
classifying six personality types and matching them with 
occupations. The various personality types and possible 
occupational choices are: 
1.51 The Mechanical Personality Type: He is aggressive 
and enjoys physical activity. He requires skill, strength 
and co-ordination. Such people prefer engineering, 
technical and mechanical jobs. 
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1.52 The Investigative Personality Type! He prefers 
activities, which require thinking, organizing and 
understanding rather than feeling or emotion. Such 
personality types are scientific in their out-look and can 
go in for research - oriented careers. 
1.53 The Social Personality Type: S (he) prefers 
interpersonal relations to intellectual or physical 
activities. Service professions are best suited for this 
personality type. They may also consider international 
affairs and Foreign Service. 
1.54 The Conventional Personality Type: S (he) enjoys 
rules-bound activities e.g. finance, accounting, banking, 
actuarial etc. 
1.55 The Enterprising Personality Type: S (he) influences 
others and wants to have power and status. 
Administrative services, law, public relations, business 
management and politics are ideally suited. 
1.56 The Artistic Personality Type: .S (he) is involved in 
self-expression, artistic creation or emotional activities. 
Artistic professions are related to the arts, drawing, 
paintings, music drama, writing etc. (Bhatia, 1996) 
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1.57 Creativity: Creativity is a dynamic quality in 
individuals seeking expression in whatever they 
undertake. It is valuable for careers related to arts, 
music, creative writing, dance, drama, advertising, 
mass communication, fashion, designing, all forms of 
applied art, packaging, animation, cartooning, interior 
designing, architecture, poetry etc. Nurturing creativity 
is important. Creativity is described by these words -
reflective, unassuming, worrying, and versatile, 
restless, temperamental, innovative, enthusiastic, 
absent-minded, independent, determined and sensitive. 
1.6 Designing tlie Career 
While the country is facing a crisis providing employment to the youth, 
there remains a wide gap between opportunities and Human Resources 
Development (HRD). In a situation, where our planners are bogged 
down in keeping with the growing population, individual's need for 
work and channelising of energies assumes critical significance. 
Every individual has a unique combination of aptitudes, interests and 
personality. The difference exists in the assortment of these. This 
assortment needs to be identified and a new career planned using 
inputs from existing professions. 
1.7 A 'Step Aside' Profession 
Certain professions may be considered as possible 'step aside' 
professions. Some students are bright and have a variety of interests. 
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All these cannot be tapped or satisfied in a single profession. They 
need to find a way to give expression to these latent interests. 
Secondly, in the course of one's life (especially with girls), there are 
occasions when a full - time job is a hindrance in the fulfillment of 
other responsibilities e.g. Child rearing, further education etc. In such 
a situation, a 'step aside' profession serves to fill the gap. 
1.8 Parent's Role 
Parents need to observe the child carefully, identifying his tastes, 
making note of his interests and hobbies. They need to consider, what 
the child likes to do, read books, paint or assemble a model. 
Educational psychologists, who use aptitude tests, interest 
measures and personality questionnaires, can assist parent's judgment 
to determine natural aptitudes and inclinations of a child. At the end of 
such a test, a counseling profile is prepared. The process helps to 
determine whether the young adolescent is creative, more oriented to 
skill than academics. Vocational guidance does not prove your child's 
suitability for a job but generally highlights the potentialities and 
individual values, your opinion and observation and gives alternatives 
to be considered. There are children who have been academic unfits. 
They should not be viewed with a feeling of helplessness or rejection. 
Information on careers can be sought from various publications and 
Internet. Summer jobs give students an occasion to explore career 
options besides keeping career development in its clear perspective. 
1.9 Careers and Challenges 
To assist in choosing and planning career, the following chart 
highlights challenges and demands in terms of scholastic acumen, 
personality qualities and special abilifies required for decision-making. 
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The star ratings (based on opinions/impressions) in the chart should be 
interpreted as follows:-
Average Demanding * 
Fairly Demanding * * 
Highly Demanding * • * 
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Chart -1.91 Challenges and Demands of 
Science and Technology Jobs 
The Career 
Demands/ 
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Chart -1.92 Challenges and Demands of 
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CHART-I.93 
Jobs for Science Stream 
IF YOU CHOOSE SCIENCE 
You will be studying subjects like Matlis, Physics, Chemistry, Zoology, Botany, Statistics. 
Entrance Exams 
(General) 
1 Merchant Navy 
(for science stream only) 
National Defence Academy 
National Institute of Design 
National Institute of 
Fashion Technology 
Fashion Design 
Bachelor of Business Studies 
Law (5 Years) 
Foreign Languages (SYears) 
Film, Interior design 
PCB PCB PCM 
1 
Agricultural Sciences 
Veterinary/Dairy Sciences 
Human Biology 
1 
Employment 
1 
Post Graduation 
Bio Tech & Genetics 
Research/Teacliing 
1 
Engineering (PCM) 
Civil, Mech, Elect, 
Electronics, 
Computer, 
Production, 
Marine, Ceramic, 
Leather, Ceramic, 
Plastic, Packaging, 
Technology 
Technical 
Diploma 
Archilec 
B. Pharma 
I I — 
EDS Ayurveda 
Opportunities for 
Employment 
Sales Representative. 
Lab, Assistants 
Forest - Rangers 
Science, Journalism 
Entrepreneurship 
Paramilitary Services 
Medicine 
r 
MBBS 
Post Graduate 
Specialization 
2-3 Years - in India 
Specialization 
Abroad (SYears) 
Homoeopathy 
Paramedical 
Physiotherapy 
Occupational 
Therapy 
Speech Therapy 
Lab. Technology 
Nursing 
After Graduation 
(Science) 
\ 
Competitive 
Exams 
Civil Services 
Indian Engineering 
Service 
Combined Defence 
Service Exam 
Meteorology 
Forest Service 
Fashion Design 
Advanced Design 
Civil Aviation 
Banking 
Post & Graduation 
& 
Specialization 
Law 
Management 
CA/ICWA 
Company Secretary 
MCA/Dip 
Mass Communication 
Foreign Trade 
B.Ed. 
Film Technology 
Packing Tech 
B.Sc. 
Home Science/ 
Home Economics 
Human Biology 
Environment 
M.Sc. 
Child Dev 
Textile Nutrition 
Continue studies 
and 
do Post-graduation 
Marine Biology 
Oceanography 
Dietetics 
Ecology 
Biotech 
Environment Sc. 
Astrophysics 
Astronomy 
Anthropology 
Microbiology 
Statistics 
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CHART-1.94 
Jobs For Humanities And Commerce Students 
IF YOU CHOOSE HUMANITIES OR COMMERCE 
You will be studying subjects like History, Political Science, Philosophy, 
Psychology, Economics, Sociology etc. 
Graduation Vocational Course Bachelor of Fine Arts 
Employment 
Opportunities 
Journalism 
Advertising 
Travel/Tourism 
Entrepreneurship 
Secretarial Work 
Performing Arts 
Airline Jobs 
Professional Diplomas 
Languages 
Hotel Management 
Fashion Design 
Industrial Design 
Musicology 
Journalism 
Advertising 
Special Education 
B.Ed. 
B.Lib.Sc. 
Competitive Exams 
All India and 
Central Services 
Banking 
Combined Defence 
Service Exam 
Mass Communication 
Advertising 
Film Tech. 
Or 
Entrance Exams 
after School 
Hotel Management 
Studies, Law 
National Institute of 
Design 
National Institute of 
Fashion Technology 
CA, ICWA 
(Foundation) 
SAT/TOEFL 
CS (Foundation) 
Bachelor of Business 
Post Graduation in all Subjects 
and Other course 
Urban/Regional Planning 
Masters in Fine Arts 
MSW, M.Ed. 
International Relation 
If you choose commerce. 
You will be standing subjects like Economics, Accountancy, Book Keeping 
Secretarial Practice, Mathematics, Commerce. 
Graduation 
Post Graduation 
M.Com. 
Business Economics 
Finance Control 
(MFC) 
MA Economics Mass 
MA Operational 
Research 
Statistics 
AFTER XII 
Professional Training 
ICWA 
Charted Accountant 
Financial Analyst 
Law 
Master in Computer's 
Application 
Communication 
Journalism 
Bachelor of Education 
Foreign Trade 
Marketing 
Foreign Languages 
Coy Secretary Ship Competitive Exams 
Banking 
SSB/Air Force Accounts 
Civil Services 
Central Services 
Life Insurance Corporation 
Combined Defence Services 
Master in Business Administration 
Employment 
Opportunities 
Management 
Executives 
Accounts Executives 
Junior Accountants/ 
Auditois 
Book Keepers 
Entrepreneurship/ 
Own Business 
Competitive Exams 
After School 
Law 
Bachelor of Business 
Studies 
Language Courses 
(5 Years) 
Hotel Management 
National Defence 
Academy 
Fashion Designing 
CA (Foundation) 
CS (Foundation) 
Diploma Courses 
Accountancy 
Commercial Dip. 
Book Keeping and Accountancy 
Programming (Computer) 
Central Excise and Income Tax 
Indian Audit and Accounts 
Revenue Service 
Railway/Defence Accounts Service 
Indian Economic Service 
Indian Statistical Service 
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1.10 Career in Armed Forces and Modern Day Youth 
Youth is guided by several social-economic-psychological 
factors, while choosing a career. Predominantly aptitude, capability 
and social environment play a major role in deciding for a career. 
While the bulk of the youth opt for white-collar jobs, which offer 
them best possible monetary and non-monetary incentives; section 
amongst them opts for a life of adventure and hardships. 
Motivation of youth keeps varying from time to time depending 
upon the environment and opportunities offered to them. (Mahajan, 
1999). 
Even as the Army Headquarters in New Delhi celebrated the 
victory in Kargil, a section officers in South Block deliberated to 
solve one of the most serious problems-the Army faces: a deficit of 
13,000 officers. The crucial problem of shortage of officers has 
been there for some time, hovering at around an alarming 30 
percent. The Indian Navy has a shortage of 5.68% and lAF 7.47% 
officers (Balaram, 1997). 
A study recently conducted by market research agency 
MODE amongst those considering the army as a career shows that 
while the army is considered to be an organization that inculcated 
leadership qualities, it still suffers from an image of offering a 
career fraught with risk and danger. The problem, according to a 
senior officer, is "the increased involvement of the army in counter 
insurgency operations". Caught in the thick of battle in Kashmir 
and the North-East and earlier in Punjab, there has been little respite 
for the infantry, for the units keep moving from one troubled spot to 
another, leaving no room for family life (Kumar, 1998). 
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Officers trying to cope with the problem recently circulated 
an internal note, which said, " The amiy has for long faced large 
scale deficiencies in the officer cadre, particularly in the junior 
ranks. While the overall shortage is in the region of 30 percent, the 
deficiencies in the ranks of Captains and Lieutenants are as high as 
40 percent," it noted with a sense of urgency that with the extensive 
involvement of the army in combating insurgency in the country, 
coupled with a distinct qualitative and quantitative increase in 
militant activities, particularly in the post-Kargil period, such large 
scale deficiencies of young officers can no longer be ignored. The 
report says that since counter insurgency operations are "Junior 
leader-centric", shortages in units have greatly hampered such 
operations, particularly in the extremely rugged terrain and hostile 
climatic condition in which such combat is generally carried out. 
Grappling with the problem of a shortage in its ranks, the army 
hired top advertising agency-Hindustan Thompson Associates 
(HTA) to turn a nation-wide advertising blitz through print and 
television to attract young people. First commissioned in 1997, the 
army kept aside a budget of Rs. 5 crores for the project in the hope 
that the campaign will create awareness about the army as a career 
option. It hopes that the audio-visuals, shown on channels like 
MTV and Star World will help build a relative preference for the 
army vis-a-vis other career options and attract the youth from 
metres and not just towns. The problem, however really is of 
quality, for even though awareness has grown since the 
advertisement campaign was launched, the rejection rate is still very 
high. And the problem persists. It came up with challenging 
slogans. "Do you have it in you?". To be on top of Mt. Everest at 
age of 23; to command 32 men who would live or die by your 
word or to land a chopper on a river of ice. The "Do you have it in 
you?" line has been in currency since 1997 but as MoDE research 
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found, the youth in the metros believe that the army does not offer a 
good salary. Besides, it comes packaged with a high risk factor. 
The campaign is being targeted at the qualified youth like engineers 
and MBAs. It so happens that this segment is looking to the 
corporate sector, which offers fat pay packets and perks. The 
campaign is meant for people who seek adventure. It is for those 
who want challenge and not a nine-to five job. It is difficult to 
compete with Multinational Companies (MNC) who offers a 
number of add-ons and glamorous life style. 
The agency is now trying to address the upwardly mobile 
lifestyle aspect in its campaign by using big pictures, which show 
army officers at evening balls and at polo grounds. Though the 
emphasis has shifted to "the other side of life" that the army offers, 
the problem is serious and long term. So serious, in fact, that in an 
effort to make up for the shortfall, the army-in an unusual decision 
had cut short the training period at IMA and National Defence 
Academy (NDA) by six months. But as the officers internal note 
points out, "With these measures, we plan to induct approximately 
1,400 additional officers by the end of 2001. However, the 
deficiency level of officers will only be brought down to 20 percent 
by the end of this decade and to 10 to 15 percent by 2020 (Baweja, 
2002). 
Considering the fact that nearly 60 percent of army officers 
don't make it above the rank of Lt Col and only about 40 percent go 
on to become colonels, the army will need more than just an 
aggressive ad campaign to sell itself as an option that can compete 
with today's corporate world. In an attempt to attract talent, the 
Armed Forces Headquarters have mooted proposals for Assured 
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career Progression (ACP) upto the rank of Colonel /Equivalent to 
the Ministry of Defence during July 2002. An image projection 
campaign, 'The Armed Forces want to make you ultimate winner in 
life' has been launched. The creation of additional vacancies from 
Colonel/Equivalent onwards and a new rank of Colonel General 
above Lt Gen seeking parity with IAS/IPS have been sought. 
However, the bureaucratic hurdles at MoD, the Finance Ministry's 
approval and the cabinet committee's deliberations are few 
milestones to be crossed. 
1.11 Summary 
This chapter dealt with the process of career planning which 
encompasses the exercise of a choice for a profession. The types of 
personality and their suitability for various jobs have been 
highlighted. The parents play an important role in guiding their 
children to a suitable career keeping in view their attitude an 
aptitude. Requirements of scientific temper, business skill, 
creativity, aesthetic sensibility, physique, social traits, precision and 
skill for various Humanities and Science and Technology jobs have 
been highlighted. In the end, the persisting shortfall of officers in 
the Armed Forces and the Media Campaign to motivate the 
prospective youth conclude the chapter. 
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Defence Services - A Profile 
2.1 Indian Army 
Army constitutes one of the branches of the Defence services where the forces 
are trained to fight on land. The regular Army consists of armed personnel 
(troops), their equipment, weapons and military bases. Every nation has an 
army for defending the country. The size and topography of countries decides 
the requirement of troops, clothing, weapons and support systems. The 
continuous training and exercises keep the troops combat ready. They require 
high mobility and tremendous fire power. Highly advanced and developed 
countries today rely on armoured personnel carriers, tanks, missiles, 
helicopters, air borne artillery, mobile field guns, nuclear power, etc., whereas 
developing nations rely more on trained infantry and guerilla warfare because 
they do not have sufficient resources for purchasing modem armaments. The 
Army defends the geographical boundaries of the country from hostile 
neighbors as also distant invaders. The same army can be used to take over the 
territory of the enemy country. Hence the army is trained for both offence and 
defence. Army offers civilians aid during emergencies like floods, earth 
quakes, during civil riots and insurgencies, etc. 
Nature of Work: Army comprises Infantry, Armoured Tanks, Artillery, 
Engineers, Communication troops and other supporting services who look after 
clothing, food, transportation, repair of equipments and give medical help. 
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2.11 Infantry (Inf): Infantry fights the enemy on foot by using rifles, sten 
guns, grenades, machine guns, mortars, small rockets etc. It holds the 
ground by physically occupying it during invasions. It defends the 
ground and borders during peace. For high mobility they have 
armoured personnel carriers and other vehicles. 
Mechanised Infantry (Mech Inf): To operate in conjunction with 
tanks, foot soldiers, i.e. Inf needs to have matching mobility. Such 
an Inf advances in Inf Combat vehicles (ICVs) equipped with Anti tank 
missiles. Soldiers inside such vehicles can fire on the move and remain 
in communication with tanks to achieve synergy. 
2.12 Armoured Corps (AC) 
Armoured Corps are constituted by Regiments that destroy enemy 
tanks or are used in attacking the enemy. This is one of the 
prestigious arms of the army. It is also used for enemy 
Reconnaissance for gathering tactical information and for countering 
any airborne enemy along with infantry in armoured personnel 
carriers. 
2.13 Artillery (Arty) 
Artillery has two sub-divisions: first is air Defence guns and missiles 
which are used for defending vulnerable targets from enemy air 
attack like airfields, vital defence installations, installations of 
economic and catastrophic importance such as dams, nuclear power 
houses, etc. Second are the field guns, rockets and tactical missiles, 
which are used for ground fire support to Infantry or Armoured 
Regiment. Air observation personnel fly helicopters, guide their 
artillery fire and fire rockets on enemy positions. They also drop our 
20 
Chapter 2 Defence Services -A Profile 
troops behind enemy lines, supply arms and ammunition to 
troops. 
2.14 Air Defence Artillery (AD Arty) 
Protects own Vulnerable Areas (VAs) and Vulnerable points (VPs) e.g. 
air fields, Communication centres against enemy air strikes etc. 
2.15 Engineers 
These armed personnel help in rapid movement of the three arms by 
building roads, bridges, airfields and destroying enemy bridges, putting 
obstacles for enemy movement, laying mine fields for their defence 
and destroying enemy minefields. They construct camps and 
accommodation for troops; prepare helipads, roads and electric power 
stations for camps. They do survey work, make maps and destroy 
unexploded bombs. 
2.16 Signals 
Signals personnel operate and maintain communication link between 
troops in the battlefield, army establishments, between other arms and 
civil requirements of the army. They also specialize in control of 
electronic warfare. Modem, rapid and accurate communications are 
an essential part of army weapon system. 
2.17 Army Service Corps (ASC) 
ASC personnel are involved in the mobility of troops, vehicles, food, 
petrol and other fuels, arms and ammunition, movement of men and 
material by train and port operations. They also provide rations for 
troops, fuel and ammunitions. They are also responsible for storing 
various items. They are in charge of field postal services in forward 
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areas. They also provide courier service for carrying classified 
documents. 
2.18 Electrical and Mechanical Engineers (EME) 
Troops of this service are concerned with maintenance, repairs and 
fabrication of technical equipments. They take care of items ranging 
from rifles to vehicles, missiles, tanks, other weapons, communication 
equipment, helicopters, and electric equipment. In fact all that army 
requires and that can be used after repairs, is the concern of EME. The 
working staff includes Mechanical Engineers, Electrical / Electronic 
Engineers, Aeronautical Engineers, Electronics and Communication 
Engineers. For this branch, army recruits engineers for its officer's 
cadres and trains these personnel fiirther according to its needs. 
2.19 Army Ordnance Corps (AOC) 
These army personnel are responsible for procuring, storage, 
maintenance and issue of all types of hardware, i.e. tanks, weapons, 
ammunition, tents and personal clothing, etc. They also store and 
preserve ammunition, missiles and bombs, etc. 
2.20 Army Medical Corps (AMC) 
Medical Officers provide health care for all three services personnel 
and their families. They render advice on occupational and 
community medicine as well. They manage hospitals, clinics and MI 
rooms. Army trains its own doctors, nursing officers and para medical 
staff at Pune and other large hospitals. They also enrol doctors and 
dental surgeons, trained surgeons trained in other medical colleges. 
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2.21 Military Nursing Service (MNS) 
Nursing staff takes care of patients whilst helping to manage a ward. 
They nurse service personnel and their families. 
2.22 Army Dental Corps (AD Corps) 
They work in dental centers looking after the dental health of defence 
personnel. Medical facilities for troops and families are available in 
hospitals. Enrolment and training of all medical and paramedical staff 
is done in the Army Medical Corps. Doctors are seconded to Navy and 
Air force as well. 
Other Services 
2.23 Intelligence Corps: Tliis branch interprets and analyses information 
gathered through various sources to have an idea of the enemy's 
movement. Personnel of this branch specialize in signal intelligence, 
photographic interpretation, decoding of coded messages, combat and 
protective security, etc. 
2.24 Army Education Corps (AEC): Continuing education and teaching is 
essential for troops to ensure that they can keep pace with the 
advancement in technology, weapon systems, electronics and 
computerization etc. Education officers and other JCOs are enrolled as 
teachers for educating the troops and officers. 
2.25 Army Postal Service (APS): This branch looks after the postal needs 
of army, their men and families. All non-classified and personal mail, 
money orders and parcels etc are sent from or to forward areas through 
this service. 
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2.26 Pioneers Corps: This branch provides troops with labour in forward 
areas for lifting heavy loads e.g. ammunition, especially in those places 
where civilians can not be employed for reasons of security. 
2.27 Judge Advocate General: Law graduates are enrolled directly for 
providing legal help to army for dealing with civil cases and for 
disciplinary action against serving persormel. Legal officers advise on 
evidence for court martial, drafting charges and conducting 
prosecution. They also provide legal advice to staff. 
2.28 Remount Veterinary Corps: For supporting its troops army 
runs dairy farms and a few agricultural farms. For carrying guns 
and heavy load of ammunition, rations, etc., to high attitudes they 
need special breed of mules and for tracking enemy spies and 
infiltrators, specially trained dogs. For maintaining and running 
these establishments they need trained agriculturists (M. Agri.) and 
veterinary surgeons (B. V. Sc. & A. H.). These officers run military 
farms and other animal stables. 
2.2 Indian Navy 
2.21 Introduction 
The oceans are becoming important day by day. As land bound 
resources are fast depleting, the oceans hold the potential to meet 
mankind's fiiture needs of food, energy and minerals. With oceanic 
research and exploration technology expanding rapidly, nations are 
making additional efforts to safeguard their ocean resources. India has 
a 7500 km coastline and over 2 million sq kms of exclusive 
economic zone (EEZ). In view of a large number of 
24 
Chapter 2 Defence Services -A Profile 
is land territories, India maintains a strong Navy. The Navy remains in 
a state of preparedness during peace and war too. To retain a dominant 
position and to cope with our ever-expanding responsibilities at sea, 
planned growth of the Navy is a national need. 
Navy consists of a nation's combat fleet, its supporting ships, 
their personnel, the training establishments and the land bases. Most 
maritime nations with large navies have an air branch of their own; 
their navies differ in size and fighting strength of the fleet. The fleet 
consists of patrol boats; torpedo crafts, which safeguard coastal 
regions. 
Warships such as aircraft carriers, cruisers, destroyers, frigates 
and submarines operate on high seas. Support ships, also known as 
auxiliary ships, provide them with fuel, ration, and repair facilities and 
various other services. It is already the strongest in the Indian Ocean 
and the 7 largest Navy in the World. The Indian Navy today is a well-
balanced, cohesive and effective three-dimensional service, capable of 
operating above, on and under the surface of the oceans and safeguards 
the national interests. 
Of all the diverse elements that go into the making up of an 
effective Navy, human resources are of key importance. Despite the 
latest equipment, the single most important factor even today is the 
officer and his men. They ultimately meet the challenge at sea. For 
the Navy to be efficient, it thus requires well-trained and motivated 
manpower. 
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2.22 Nature of Work 
The Navy has a role to protect and safeguard the country's exclusive 
economic zone, the ocean resources from exploitation by other 
countries and protect the coasts from any invasion, control the sea in 
war time to ensure safe passage of our own ships and deny passage to 
the enemy ships, escort friendly merchant ships, attack enemy ships 
and submarines and defend offshore installations. During invasion, 
navy attacks enemy coastal defences, fires on onshore targets by 
cruisers and destroyers or bombards them through aircraft carriers-
based fighter bombers. v\mphibious ships launch invasion through sea. 
Thus the main role of Navy is its own coastal defence, control of sea 
and coastal attack and invasion of enemy territory. The life of a Naval 
Officer is a mix of many things: hard work, professionalism, risk and 
adventure. The Naval officers get the opportunity to move around 
and visit different places within India and abroad meeting a variety of 
people. There is an important hall mark of being at the vanguard of the 
nation's defence. A Navy Officer holds a key position at sea on an 
operational ship or submarine, flying airplanes, an integral part of ship, 
onshore establishments coordinating the activity of the fleet, providing 
training or manning teclinical support and back up facilities. 
2.23 Executive Branch 
This is the Operational Branch of the Navy. Only officers of the 
Executive Branch at sea can exercise command of ships. There are 
hosts of opportunities in any of the three arms of the branch: (a) 
General Service; (b) Aviation Arm and (c) Submarine Arm. 
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2.231 General Service: Executive Officers are both 'working' and 
'fighting' during war from the ship. They are vital part of the 
complex system that manages the ship and also uses the ship as 
an instrument of tactical waifare. Executive officers learn to 
have a good understanding of the ship's capabilities and 
limitations and can turn them to their advantage. It is for this 
reason that an Executive Officer alone can aspire to command a 
naval ship. 
The Executive Officers specialize in: 
• Gunnery and missiles, 
• Navigation and direction, 
• Torpedo and anti-submarine warfare, 
• Communications, 
• Logistics management, 
• Hydrography, and 
• Armament inspection 
Within the branch promotional changes are not affected 
by choice of sub-specialisation, for instance the Commanding 
Officer of a frigate could have been a pilot and that of a guided 
missile frigate, a submarine sub-specialist. 
2.24 Logistic Officer: A modem warship is a complex fighting unit, but 
it is also a mini township, a community of several hundred people who 
have to be fed, clothed and paid. Whatever the ship's role and 
wherever it may be, it has also to be constantly supplied with fuel, 
water and spares for the vast array of sophisticated equipment and 
machinery. At sea or on shore, the Logistics officer has a vital part to 
play in the technical and human aspects of the ship's organization. It is 
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a job that requires exceptional managerial skills and the ability to work 
under pressure. 
2.25 Hydrographic Survey: This is small but crucial specialized branch. 
It is responsible for collecting information needed for the charts used 
by the Indian Navy and other Navies around the world. A 
person looking after this work has option to remain a Surveyor 
throughout his career for other shore-based appointments. 
2.26 Naval Armament Inspection Officer: These specialist officers 
inspect the armaments supplied to the Navy by various agencies. 
While they ensure the quality, safety and reliability of naval armament 
and stores, they are also responsible for in- house research and 
development leading to indigenisation. 
2.27 Aviation: For those with a fascination for the skies, the Navy offers 
opportunities for pilots and obser '^ers who act as airborne tactical 
coordinators of maritime warfare. While most navy pilots fly ship-
borne helicopters and shore-based maritime reconnaissance aircraft, 
some fly the V/STOL Sea Harrier, Naval aircrafts locate and attack 
enemy surface ships and submarines and take part in amphibious 
warfare, search and rescue, casualty evacuation, etc. For this, 
specialized training is imparted at Goa and Kochi. 
2.28 Submarines: Those who enjoy the challenge of new frontiers meet the 
medical standards and have an exceptional record, can join submarines. 
These new hi-tech war machines have awesome firepower, state-of-the 
art weapon control systems, computer controlled machinery and have a 
very high standard of habitability. One major responsibility of the 
submarines in peace time is to train for war as effectively as possible in 
the knowledge that this will contribute to its prevention. Training is 
conducted at Visakhapatnam and on completion; Dolphin badge is 
given to members of this very elite arm of the Navy. 
28 
Chapter 2 Defence Services -A Profile 
2.29 Technical Branch: Modern ships, submarines and aircraft abound 
with advanced technology/machinery for steam, diesel, gas turbines 
or combination of these. The Engineering Branch is responsible for 
iceeping all these equipment serviceable. There are opportunities to 
work in shore jobs in naval dockyards, laboratories and indigenous 
production units. Navy employs engineers of various disciplines, 
who are trained further at the Naval College of Engineering at 
Lonavala near Pune and Electrical Training Establishment at Jamnagar. 
The career interspreads with technical training courses upto post 
graduation level in India and possibly abroad. 
2.291 Engineering (Naval Architect): These officers specialize in 
warship construction. The Indian Navy today employs the 
largest pool of trained Naval Architects in India. Naval 
Architects are involved in design, construction, quality control, 
repair and new construction work of naval vessels. With the 
Navy going for more and more sophisticated warship 
production within the country itself, the Corps of Naval 
Architects offers opportunities to keep abreast of high 
technology in ocean engineering. 
2.292 Electrical Branch: A warship is a floating mini-city and has 
its own power generation and distribution system. In addition, 
complex weapon systems, missile systems, underwater 
weapons, radars and radio communication equipment form a 
major part of a warship's equipment. A majority of these are 
either computer-based or computer aided and incorporate the 
latest trends in electronics and microwave engineering. An 
Electrical Officer deals with computer-based or computer aided 
weapon systems, missile systems, underwater weapons, radars 
and raid communication equipment. For a ship to be able to 
fight effectively, all the equipment must be kept working at 
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peak efficiency. Electrical Officers have an option to pursue 
post graduate courses in India and abroad. 
2.293 Law Officers: A separate cadre of Law Officers deals 
with the legal needs of the Navy. Law officers advise on 
evidence in court martial and other disciplinary actions and 
give legal advice to naval staff on various civil matters. 
2.3 Indian Air Force (lAF) 
2.31 Introduction 
The Air Force is the youngest of the three services, which was 
commissioned on S"* October 1932 with four single propeller engine 
wapiti aircrafts, six pilot officers and two airmen. Today as sentinels 
ofthesky, it guards the countries' sky against external aggression 
from air and with active participation of Army and Navy it 
supplements and complements their defence and offence endeavour. 
Today the Air Force has some of the most sophisticated fighter 
aircrafts like Mirage 2000, MIG 27, Jaguar, MIG 25 and MIG 23 and 
MIG 21. Some more are likely to join the bandwagon. The transport 
wing has massive size IL 76 (Gajraj), AN 32 and other smaller 
aircrafts. Helicopter squadrons have a fleet of small and large 
helicopters like MI 17, MI 26, and MI 35. Thus, our Air Force is one 
of the major air arms to be reckoned with in the world and can boast of 
the best-trained men and material force which is engaged in the 
defence of our country. 
2.32 Nature of Work 
The major constituent of Air force is the aircraft, both for defence and 
offence. The aircraft is complemented and supplemented by ground 
defence missiles. Hence, the entire service is engaged in the flying 
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of aircraft and the Pilot is the key person in the organization. For 
operational readiness of the flying machines, infrastructural strength of 
highly trained and qualified manpower is required. 
2.33 Ground Duty Branch 
The following elements constitute the ground duty branch: 
Technical Branch 
Administrative Branch 
Administrative officer 
Air Traffic Controller 
Fighter controller 
Logistics Branch 
Accounts Branch 
Education Branch 
Meteorology Branch 
Medical Branch 
2.34 Flying Branch 
Flying Branch has following four categories of aircraft flyers: 
• Fighters and fighter bombers 
• Transport 
• Bombers 
• Helicopters 
Pilots usually specialize in one type of aircraft. The navigators 
fly in the transport and bomber aircrafts only. They assist the pilots in 
navigation. Pilots are employed exclusively in flying duties. However, 
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they may also be assigned other duties. Fighter Pilots are trained in air 
fights to shoot down enemy aircraft and attack ground targets in enemy 
territory. They fly at 2 to 2.5 times the speed of sound. Fighter-
bombers can match this speed today. Bombers drop bombs, missiles 
and other explosives on enemy targets They are equipped with 
electronic devices, radars and cameras for pinpoint bombing and target 
acquisition. Navigators in these aircrafts direct pilots to the site by 
navigational equipment, radars and other optical devices and release 
the bombs. Transport Pilots carry men, material and explosives to 
required places. 
They also carry army personnel, their weapons, guns and light 
vehicles from one theatre of war to another. Navigators in these 
aircrafts chart the route, supervise loading of men and equipment, work 
out fuel requirements and check the flight path with maps during the 
fight. Helicopters are used for carrying personnel and material 
including hardware and ration to those places, heights, and terrain 
where it is not possible to make an airfield or road but a helipad can be 
made. Helicopters are used to support both Air force and Army and if 
needed even Navy as it can land on the ship's deck. 
2.35 Technical Branch 
The engineers work in either of the two areas, one dealing with the 
aircraft and its weapon system are Aeronautical Engineers in 
Mechanical Branch - AE (M). They are concerned with the 
operational readiness of aircrafts so that these machines can deliver the 
maximum punch to the enemy when needed. The other Aeronautical 
Engineers in Electronic Branch - AE (E) maintains most sophisticated 
electronic net works of communications from ground to air and vice 
versa; install, maintain, operate defence radar systems; operate other 
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electronic gadgets, sophisticated computers; maintain and operate 
other ground defence electronics equipment. Hence air-worthiness of 
fleet, effectiveness of aircraft as a weapon in offence and defence, 
ground defence through surface to air missiles, etc., requires worthy 
and intelligent manpower for this branch of service. 
2.36 Administrative Branch 
Administrative Officer: An Administrative branch officer is 
responsible for personnel management and administration of the Air 
force bases and plays a key role as a trained personnel manager for 
motivating the work force to deliver the desired result through a high 
order of operation preparedness necessary for the air force. 
Air Traffic Control Officer: An administrative branch officer is also 
required to function as an Air Traffic Control Officer to provide control 
and advisory services in order to enable the pilots of military and civil 
aircrafts to conduct their flights with total safety in all weather 
conditions. 
Fighter Controller: As an important part of front line organization of 
air defence systems, the Administrative Branch Officer may be 
required to operate as a fighter controller to counter enemy threats from 
the air by using modem, electronic counter-offensive equipment. 
2.37 Logistics Branch A Logistics Officer is responsible for the logistic 
support in lAF. He is responsible for provisioning of aircraft spares, 
mechanical transport, fuel, armament and explosives flying and other 
clothing items, rations and other items essential for day-to-day running 
of the organization and sustaining its manpower. The Logistic Officer, 
by making use of the latest materia! management techniques, 
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accomplishes the importajit task of supply management efficiently and 
in a cost-effective manner. 
2.38 Accounts Branch 
An accounts Officer in the lAF is required to analyze the cost and fund 
requirements, monitor the expenditure and unit fund, plan and forecast 
the budgetary requirement of the air force. He functions as a financial 
controller with diversified activities where accounting functions play 
an important role not only in financial matters, but also in the welfare 
and inter-personal relationships which have a direct bearing on the 
morale of the air force. 
2.39 Education Branch 
The Education Branch officers are mainly responsible for designing 
training programs which incorporate the latest technological 
developments. In training institutions they teach a variety of subjects 
like science, Computer Technology, Military Science, etc. As an 
Education Officer at a station, he is responsible for guiding the 
personnel in furthering their academic qualifications. He also organizes 
and runs the air force Schools for children of air force personnel. 
2.40 Medical and Dental Branch 
Officers from Army Medical corps are seconded to Air force. Air 
force runs some hospitals and clinics where even Army and Navy 
personnel are entitled for treatment and vice versa. 
2.4 Rank, Promotion, Pay and Allowances of Officers 
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2.41 Ranks Structure 
The following chart gives the rank, their equivalence in the three arms 
of Defence Services For the pay scale, allowances, a reference may be 
made to recommendations of 5'*' Pay commission. 
Fig2.4- Rank Structure of Officers of Defence Services Officers 
Rank-Army 
Lieutenant 
Captain 
Major 
Lt Colonel 
Colonel 
Brigadier 
Major General 
Lt General 
VCAS/GOC-in-C 
General 
Rank-Navy 
Sub Lieutenant 
Lieutenant 
Lieutenant commander 
Commander 
Captain 
Commodore 
Rear Admiral 
Vice Admiral 
VCNS/C-in-C 
Admiral 
Ranks-Air force 
Flying Officer 
Flight Lieutenant 
Squadron Leader 
Wing commander 
Group Captain 
Air Commodore 
Air Vice Marshal 
Air Marshal 
VCAS/AOC-in-C 
Air Chief Marshal 
2.42 Admissible Allowances 
The following are allowances, which are admissibie to all officers: 
Outfit allowance, once in 7 yrs. 
Kit maintenance. 
Deamess allowance. 
City compensatory. 
Separation allowance. 
Disturbance allowance. 
Expatriation. 
Qualification grants. 
High altitude allowance (admissible as per Govt rules). 
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The following are allowances admissible to certain specialisation, 
courses and inclement postings: 
• Flying pay to pilots in Airforce, Navy and Army. 
• Submarine pay in Navy. 
• Specialist and technical pay. Technical pay to graduates in 
Engineering. 
• High altitude, field area allowance. Counter Insurgency 
Allowance. 
• Diving allowance. 
• Survey pay in Navy. 
2.43 Other Facilities 
Following are the other facilities, common to all three services that are 
not easy to come by in civilian life. 
Leave travel - Leave benefit and travel concessions for officers and 
their families. 
Accommodation - Furnished accommodation at concessional rates 
according to rank and marital status. 
Medical - Free medical treatment in Service hospitals for Officers and 
their families. 
Schooling and Transport for Children - Concession in tuition fee 
and school transport facility are available to children. 
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Food - Officers are entitled to free ration. 
Group Insurance Scheme - Officers are covered under the scheme. 
Housing Scheme - The three services have special housing scheme for 
officers. 
Loans - Granted for House building/car/scooter as per scales provided 
from Government from time to time. 
Pension - Apart from regular pension other schemes such as Disability 
Pension, Invalid Pension Gratuity, Family Pension, and Special 
Family Pension are also provided. 
Resettlement Prospects - Officers are provided with job oriented 
training for resettlement prospects on retirement. 
2.44 Promotion in the Defence Services 
2.441 Army - Promotion policy followed in the Army is as 
follows :-
Substantive promotions - The following are the service limits for 
the grant of the substantive promotion to higher ranks 
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Fig 2.4411 'Time Scale' and 'Selection' Promotion Policy of the Officers' Cadre 
2.4412 Acting Promotion - Officers are eligible for acting 
promotion to higher ranks on completion of the following 
minimum service limits subject to availability of vacancies. 
They v i^ll only get the rank pay and not the substantive pay of 
the rank. 
Fig 2.4412 Time Periods for 'Acting' Promotion 
Captain 
Major 
Lt. Colonel 
3 years 
6 years 
6 V2 years 
Colonel 
Brigadier 
Major General 
Lt. Gen 
8 Vi years 
12 years 
20 years 
25 years 
Ag. Su. Lieut to Sub Lieut 
Sub Lieut to Lieut 
Lieut Cdr to Cdr 
Lieut Cdr to Cdr (if not 
Promoted by selection) 
BY TIME SCALE 
Inducted as commissioned officer 
4 years of commissioned service 
10 years seniority as Lieut 
20 years (reckonable 
commissioned service) 
2.442 Navy -Promotion policy followed in the Navy is as follows: 
BY TIME SCALE 
Lt Inducted as Commissioned officer 
Capt. 4 years of commissioned Service 
Maj or 10 year of commissioned Service 
LtCol. 20 years of commissioned Service 
BY SELECTION 
Lt Col 16 years of commissioned service 
Col 20 years of commissioned service 
Brigadier 28 years of commissioned Service 
Maj Gen 32 years of Commissioned Service 
Lt Gen 35 years of commissioned Service 
General No restrictions 
Fig 2.44 2 'Time Scale' and 'Selection' Promotion in Indian Navy 
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2.443 Air Force - After successful completion of training the 
candidates passout in the rank of Flying Officer and become 
entitled to the pay and allowances of the rank. Air force 
offers good career prospects though it varies from branch to 
branch. There are two types of promotions in the lAF, i.e. 
grant of higher acting rank and substantive rank. Each higher 
rank carries withi it extra emolument. Depending on the 
number of vacancies, one has a good number of chances to get 
promotion to the higher acting rank. Time Scale promotion to 
the rank of Squadron Leader and Wing Commander is granted 
after successftil completion of certain period of service. 
Promotion to higher rank fi-om Wing Commander and above is 
by selection, carried out by duly constituted promotion boards. 
Promising Officers have good chances of higher promotion. 
2.5 Eligibility Conditions for Recruitment into the Armed Forces 
Figure-2.5 Chart Showing Eligibility Conditions For Grant of Permanent and Short 
Service Commission in All Branches of Indian Army, Indian Navy and Indian Air Force 
BY SELECTION 
Lt Cdr to Cdr 2-8 years seniority as Lieut Cdr 
Cdr to Capt 4 years seniority as Cdr 
Capt to Rear Admiral and above No service restriction 
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2.51 Army and Navy Commission 
Branch/Type of entry 
Executive Branch 
PRIS/IANENT 
COMMISSION 
• Cadet Entry(NDA) 
• Cadet Entry 
(10+2) (Executive) 
Naval Academy, 
Goa (Through NDA 
Exam) 
• Graduate special 
Entry, Naval 
Academy, Goa 
(Through CDSE) 
• NCC Special 
Entry, Naval 
Academy, Goa 
• Direct Entry Naval 
Armament 
Inspection Cadre 
• Direct Entry Law 
Cadre 
SHORT SERVICE 
Umnarried 
men/women 
Age limit 
(yr.) 
Men 
16'/2-19 
Men 
16'/2-19 
Men 
19-22 
Men 
19-22 
Men 
19'/2-25 
Men 
22-27 
Educational eligibility 
10+2 or equivalent with 
Physics & Maths 
10+2 or equivalent with 
Physics & Maths 
B.Sc (Physics & Maths) 
or BE 
B.Sc (Physics & Maths 
or BE with Naval Wing 
Senior Division NCC 
' C certificate 
Degree in 
Electronics/Elect/Mech 
Engg or Post Graduate 
Degree in Electronics or 
Physics 
A Degree in Law 
qualifying for enrolment 
as an Advocate under 
the Advocates Act, 1961 
vfith minimum 55% 
marks 
For detailed 
information 
Refer to 
advertisement 
given in 
Employment 
News and regional 
newspapers 
Director General 
NCC West Block 
IV, R.K Puram 
New Delhi 110022 
Format given in 
Employment 
News and regional 
newspapers 
advertising the 
entry 
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COMMISSION 
• Direct Entry Law 
Cadre 
• Direct Entry 
Logistic Cadre 
• Direct Entry ATC 
(Air Traffic 
Control) 
Education Branch 
PERIVlANENT 
COMMISSION 
• Direct Entry 
Men& 
Women 
22-27 
Men& 
Women 
19'/2-25 
Men& 
Women 
19'/2-25 
Men 
21-25 
A Degree in Law 
qualifying for enrolment 
as an Advocate under 
the Advocate Act, 1961 
with minimum 55% 
marks 
BA (Economics) II Div 
or B.Com II Div or 
Graduation in any 
subject with 
Degree/Diploma in 
Material/Financial 
Management. 
B.Sc II Div with 
minimum 50% marks 
with Physics & Maths 
A Second Division 
Master's Degree in 
• Physics (with Maths 
in B.Sc) or 
• Maths (with Physics 
Advertised in 
Newspapers and 
Employment 
News twice a year 
depending on 
vacancies 
Look for 
advertisement 
given in 
Employment 
News and regional 
newspaper 
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SHORT SERVICE 
COMMISSION 
• Direct Entry 
Engineering Branch 
(Marine Engineers) 
PERJVIANENT 
COMMISSION 
• Cadet Entry 
(NDA) 
• 10+2 (Tech) 
• Direct Entry* 
• University Entry 
Men& 
Women 
21-25 
Men 
16'/2-19 
Men 
16'/2-19 
Men 
19'/2-25 
Men 
I8'/2-23'/2 
(Pre-final) 
19-24 (Final) 
in B.Sc) 
• Chemistry (with 
Physics and Maths) 
in B.Sc. 
• Computer 
Application/Comput 
-er science (with 
either/Physics or 
Maths at Graduation 
level) or 
• Humanities 
(English/Economics/ 
History/Political 
Science) or An 
Engineering Degree 
in Mechanical/ 
Electrical/Computer 
Science/Technology 
Same as above 
10+2 or equivalent with 
Physics & Maths 
10+2 or equivalent with 
Physics, Chemistry & 
Maths (Minimum. 70% 
marks in aggregate of 
PCM, minimum 50% 
marks in English either 
in 10"^  or 12* class) 
Degree in 
Marine/Mech./Aeronauti 
cal/Control/Metallurgica 
1/ProducationEngineeri-
ng or equivalent 
qualification in Mech 
Engg recognized by the 
Institution of Engineers 
(India) as exemption 
from section 'A' & 'B' 
or their Associate 
Membership Exam 
Pre-fmal/Final Year 
students in degree 
course mentioned at (*) 
above 
Look 
advertisement 
given in 
Employment 
News and 
Regional 
newspaper 
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SHORT SERVICE 
COMMISSION 
• Direct Entry 
• University Entry 
Engineering 
(Naval 
Architects) 
PERMANENT 
COMMISSION 
• 10+2 (Tech) 
Cadet Entry 
• Direct Entry 
Electrical 
Branch 
PERMANENT 
COMMISSION 
Men 
19'/2-25 
Men 
18/2-23/2 
(Pre-final) 
19-24 (Final) 
Men 
16'/2-19 
Men 
21-25 
Men 16'/2-19 
Degree in courses 
mentioned at (c) above. 
Pre-final/Final year 
students in degree 
course mentioned at (*) 
above 
10+2 or equivalent with 
Physics, Chemistry & 
Maths (Minimum 70% 
marks in aggregate of 
PCM, minimum 50% 
marks in English cither 
in 10*^  or 12''^  class) 
A second Division 
Degree in Naval 
Architecture/Mech/Aero 
nautical/Civil/Metallurgi 
cal Engg. 
10+2 or equivalent with 
Physics & Maths 
Look for 
advertisement 
given in 
Employment 
News and 
Regional 
Newspapers, 
Training & 
Vocational officer 
ofthe College or 
write to 
Directorate of 
Manpower & 
Recruitment, 
Naval 
Headquarters, 
New Delhi noon 
Look for 
advertisement 
given in 
Employment 
News and regional 
newspaper 
Look for 
advertisement 
given Employment 
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• Cadet Entry 
(NDA) 
• 10+2 (Tech) 
Cadet Entry 
Men 
1614-19 
Men 
19'/2-25 
Direct Entry 
Men 
18'/2-23'/2 
(Pre-final) 
19-24 (Final) 
University 
Entry 
10+2 or equivalent with 
Physics, Chemistry & 
Maths (Minimum70% 
marks in aggregate of 
PCM, minimum 50% 
marks in English either 
in lO"'or 12'''class) 
Degree in 
Elect/Electronics/teleco 
mmunication Engg or 
any other qualification 
in the above subjects 
recognized by the 
Institution of 
Telecommunication 
Engineers (India) as 
equivalent to a degree 
course 
Pre-fmal/Final year 
students in degree 
course mentioned at (*) 
above 
News and regional 
newspaper 
SHORT 
SERVICE 
COMMISSION 
• Direct Entry 
• University 
Entry 
Men 
19'/2-25 
WA-23V2 
(Pre-fmal) 
19-24 (Final) 
Degree in courses 
mentioned at (*) above 
Pre-fmal/Final year 
students in degree 
course mentioned at (*) 
above 
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Air Force (Commission) 
Branch/type of 
entryMonth of 
commencement 
of coiuse each yr. 
• National 
Defence 
Academy 
Flying 
Branch 
• Ja]i & July 
Direct Entry 
• Combined 
Defence 
Services 
Exam. 
(CDSE) 
flying 
Branch 
• Jun & July 
• Through 
NCC (Air 
Wing) Flying 
Branch 
• Women 
Candidates 
(Short 
Service 
Commission) 
Helicopter & 
Transport 
pilots only 
Sex and 
Age limit 
161/2-19yr 
(Unmarried) 
Male only 
19-23yr. 
(Unmarried) 
Male only 
19-23yr 
(Unmarried) 
Male only 
19-23yr 
(Unmarried) 
Male or 
Female or 
widows of 
service 
Personnel 
without any 
child 
Educational 
eligibility/Mode of 
selection 
• 12"* Class of 
10+2 System of 
education 
• NDA written 
Exam by SSB 
Interview for 
those who pass in 
written Exam 
• Graduation with 
Physics and 
Maths at 10+2 
level 
• Written 
examination 
conducted by 
UPSC followed 
by SSB interview 
for those who 
pass in written 
Exam 
• Graduation with 
Physics and 
Maths at 10+2 
and NCC'C Air 
Wing Certificate 
within 24 months 
of leaving NCC 
• No written Exam 
• OnlyAFSB 
interview 
• Graduation with 
Maths & Physics 
at 10+2 level 
• Merit in SSB 
Interview for 
selected 
candidates 
Application 
Apply to UPSC 
in response to 
their 
advertisement 
in April/Nov. 
each year in 
news papers 
and 
Employment 
News 
Apply to UPSC 
in response to 
their 
advertisement 
in April/Nov 
each year in 
newspaper 
Refer 
incentives to 
NCC Cadets in 
this Chapter 
Apply to Air 
Hqs when 
applications are 
called for 
through news 
papers and 
Employment 
News 
Training & 
Prospects 
Selected cadets 
are trained for 3 
years in NDA and 
awarded BA/BSc 
degree followed 
by 52 weeks 
training in flying 
at Air Force 
Academy/BFTS 
Selected 
candidates under 
go 22 weeks pre-
flight training at 
Begumpet 
followed by 52 
weeks training at 
AFA/BFTS 
Selected 
candidates go for 
direct training to 
AFA/BFTS 
Selected 
candidates are 
trained at Air 
Force ' 
Academy/BFTS 
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• University 
Entry 
scheme 
Technical/ 
Engineering 
• July 
18-24yrs 
18-24 Years 
Pre-final/Final 
year in 
Engineering 
degree course in 
Electrical/ 
Mechanical 
Allied branch 
Selection by 
AFSSB 
interview. 
Applications 
are called once 
a year through 
news papers 
and 
Employment 
news 
Technical 
graduates are 
trained as per 
requirements of 
services at various 
training 
establishments. 
Direct Entiy 
Scheme 
Technical/ 
Engineering 
• June & Oct. 
18-28yrsPC 
to Men. 
Short 
service 
commission 
to women. 
Degree in 
Mechanical/ 
Electrical/ Allied 
subjects 
Aeronautical 
Engineering 
(Electr.)- PC & 
SSC 
Engineering 
Degree in 
Electronics/ 
Telecommunicati 
ons/ Electrical 
Communications/ 
Electronics & 
Communication/ 
Instrumentation/ 
Computer 
Science & 
Engineering or a 
combination of 
those subjects, or 
B.Tech in Radio 
Physics & 
Electronics of 
Calcutta 
University, or 
A Degree in 
Science with 
Physics, 
Mathematics and 
Chemistry and 
must have passed 
Technical 
Graduates are 
trained as per 
requirements of 
services at various 
training 
establishments. 
-do-
46 
Chapter 2 Defence Services -A Profile 
Direct entry 
scheme 
Tech/Engineering 
• Jim & Oct 
18-28 Years 
PC to Main 
And Short 
Services 
Commission 
to Women 
one of the 
followdng: 
• Section 'A' and 
'B'orAMIE 
(India) in 
Electrical/ 
Electronics/ 
Telecommunicat-
ion 
• Graduate 
Membership 
examination of 
lETE with 
following 
subjects of 
Section 'A' 
Mathematics, 
Applied 
Electronics & 
Circuits, 
Principles of 
Communication 
Engineering and 
Transmission 
Line & Network 
in addition to full 
subject of Section 
'B' by actual 
studies 
• Section 'A' and 
'B' exams of 
Aeronautical 
Society of India 
by actual studies 
in Avionics/ 
Communication 
Must possess a 
minimum of two 
years of practical 
experience in 
Electronics discipline 
in recognized 
servicing/ 
Applications 
are called once 
a year through 
News paper and 
Employment 
News. 
Technical 
Graduates are 
trained as per 
requirements of 
services at various 
training 
establishments. 
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Direct entry 
scheme 
Tech/Engineering 
• Jun & Oct 
18-28 Years 
PC to Main 
And Short 
Services 
Commission 
to Women 
manufacturing 
organization 
Aeronautical 
Engineering 
(Mechanical) PC & 
SSC 
• Degree in 
Aeronautical/ 
mechanical 
Engineering, or 
• A Degree in 
Science with 
Physics, 
Mathematics and 
Chemistry and 
must have passed 
one of the 
following: 
• Section 'A' and 
'B' of AMIE (I) 
with Mechanical/ 
Aeronautical 
subjects, or 
• Associate 
Membership 
Examination Part 
II and III of the 
Aeronautical 
Society of India 
with Group I 
(Design & 
Production) or 
Group II 
(Maintenance, 
Repair & 
Overhaul) by 
actual studies. 
Must possess a 
minimum of two 
years practical 
experience in 
Mechanical 
discipline in a 
recognized servicing/ 
manufacturing 
organization. 
• Selection by Air 
Applications 
are called once 
a year through 
News paper and 
Employment 
News. 
Technical 
Graduates are 
trained as per 
requirements of 
services at various 
training 
establishments 
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Direct Entry 
Scheme 
18-28 Years 
Force Selection 
Board Interviews 
held at SSB 
Dehradim, 
Varanasi, 
My sore They 
also undergo 
Psychological 
Test and 
Interview 
Applications 
are invited once 
a year. 
Training at 
various 
establishments. 
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Navy (Commissions) 
Branch/Type of entry 
Executive Branch 
PRMANENT 
COMMISSION 
• Cadet Entry(NDA) 
• Cadet Entry 
(10+2) (Executive) 
Naval Academy, 
Goa (Through NDA 
Exam) 
• Graduate special 
Entry, Naval 
Academy, Goa 
(Through CDSE) 
• NCC Special 
Entry, Naval 
Academy, Goa 
• Direct Entry Naval 
Armament 
Inspection Cadre 
Mr 
• Direct Entry Law 
Cadre 
SHORT SERVICE 
COMMISSION 
• Direct Entry Law 
CflHrp 
\ _ / M U 1 V 
Unmarried 
men/women 
Age limit 
(yr.) 
Men 
16'/2-19 
Men 
16'/2-19 
Men 
19-22 
Men 
19-22 
Men 
I9'/2-25 
Men 
22-27 
Men& 
Women 
22-27 
Educational eligibility 
10+2 or equivalent with 
Physics & Maths 
10+2 or equivalent with 
Physics & Maths 
B.Sc (Physics & Maths) 
or BE 
B.Sc (Physics & Maths 
or BE with Naval Wing 
Senior Division NCC 
'C certificate 
Degree in 
Electronics/EIect/Mech 
Engg or Post Graduate 
Degree in Electronics or 
Physics 
A Degree in Law 
qualifying for enrolment 
as an Advocate under 
the Advocates Act, 1961 
with minimum 55% 
marks. 
A Degree in Law 
qualifying for enrolment 
as an Advocate under 
the Advocate Act, 1961 
For detailed 
information 
Look for 
advertisement 
given in 
Employment 
News and regional 
newspapers. 
Director General 
NCC West Block 
IV, R.K Puram 
New Delhi 110022 
Format given in 
Employment 
News and regional 
newspapers 
advertising the 
entry. 
Advertised in 
Newspapers and 
Employment 
News twice a year 
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• Direct Entry 
Logistic Cadre 
• Direct Entry ATC 
(Air Traffic 
Control) 
Education Branch 
PERMANENT 
COMMISSION 
• Direct Entry 
SHORT SERVICE 
COMMISSION 
• Direct Entry 
Engineering Branch 
Men& 
Women 
191/2-25 
Men& 
Women 
191/2-25 
Men 
21-25 
Men& 
Women 
21-25 
with minimum 55% 
marks. 
BA (Economics) 11 Div 
or B.Com II Div or 
Graduation in any 
subject with 
Degree/Diploma in 
Material/Financial 
Management. 
B.Sc II Div with 
minimum 50% marks 
with Physics & Maths 
A Second Division 
Master's Degree in 
• Physics (with Maths 
in B.Sc) or 
• Maths (with Physics 
in B.Sc) or 
• Chemistry (with 
Physics & Maths) in 
B.Sc 
• Computer 
Application/Comput 
er science (with 
either/Physics or 
Maths at Graduation 
level) or 
• Humanities 
(English/Economics/ 
History/Political 
Science) or An 
Engineering Degree 
in Mechanical/ 
Electrical/Computer 
Science/Technology 
Same as above 
depending on 
vacancies. 
Look for 
advertisement 
given in 
Employment 
News and regional 
newspaper. 
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(Marine Engineers) 
PERMANET 
COMMISSION 
• Cadet Entry 
(NDA) 
• 10+2 (Tech) 
• Direct Entry* 
• University Entry 
SHORT SERVICE 
COMMISSION 
• Direct Entry 
• University Entry 
Men 
16'/2-19 
Men 
16'/2-19 
Men 
19'/2-25 
Men 
18'/2-23'/2 
(Pre-fmal) 
19-24 (Final) 
Men 
19'/2-25 
Men 
18'/2-23'/2 
(Pre-final) 
10+2 or equivalent with 
Physics & Maths 
10+2 or equivalent with 
Physics, Chemistry & 
Maths (Minimum 70% 
marks in aggregate of 
PCM, minimum 50% 
marks in English either 
in 10*^  or 12'''class) 
Degree in 
Marine/Mech./Aeronauti 
cal/ControI/Metallurgica 
l/ProducationEngineerin 
g or equivalent 
qualification in Mech 
Engg recognized by the 
Institution of Engineers 
(India) as exemption 
from section 'A' & 'B' 
or their Associate 
Membership Exam 
Pre-final/Final Year 
students in degree 
course mentioned at (*) 
above. 
Degree in courses 
mentioned at (c) above. 
Pre-final/Final year 
students in degree 
course mentioned at (*) 
Look 
advertisement 
given in 
Employment 
News and 
Regional 
newspaper. 
Look for 
advertisement 
given in 
Employment 
News and 
Regional 
Newspapers, 
Training & 
Vocational officer 
of the College or 
write to 
Directorate of 
Manpower & 
Recruitment, 
Naval 
52 
Chapter 2 Defence Services -A Profile 
Engineering 
(Naval 
Architects) 
PERMANENT 
COMMISSION 
• 10+2 (Tech) 
Cadet Entry 
• Direct Entry 
Electrical 
Branch 
PERMANENT 
COMMISSION 
• Cadet Entry 
(NDA) 
• 10+2 (Tech) 
Cadet Entry 
19-24 (Final) 
Men 
I6V2-I9 
Men 
21-25 
Men 16'/2-19 
Men 
I6I/2-I9 
Men 
19'/2-25 
above 
10+2 or equivalent with 
Physics, Chemistry & 
Maths (Minimum 70% 
marks in aggregate of 
PCM, minimum 50% 
marks in English either 
in 10* or 12''^  class) 
A second Division 
Degree in Naval 
Architecture/Mech/Aero 
nautical/Civil/Metallurgi 
cal Engg. 
10+2 or equivalent with 
Physics & Maths 
10+2 or equivalent with 
Physics, Chemistry & 
Maths (Minimum70% 
marks in aggregate of 
PCM, minimum 50% 
marks in English either 
in 10*^  or 12"'class) 
Degree in 
Elect/Electronics/teleco 
mmunication Engg or 
any other qualification 
in the above subjects 
recognized by the 
Institution of 
Headquarters, 
New Delhi 
110011. 
Look for 
advertisement 
given in 
Employment 
News and regional 
newspaper. 
Look for 
advertisement 
given in 
Employment 
News and regional 
newspaper. 
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Direct Entry 
University 
Entry 
Men 
18'/2-23'/2 
(Pre-final) 
19-24 (Final) 
Telecommunication 
Engineers (India) as 
equivalent to a degree 
course. 
Pre-fmai/Final year 
students in degree 
course mentioned at (*) 
above. 
SHORT 
SERVICE 
COMMISSION 
• Direct Entry 
• University 
Entry 
Men 
19'/2-25 
18'/2-23'/2 
(Pre-final) 
19-24 (Final) 
Degree in courses 
mentioned at (*) above 
Pre-final/Final year 
students in degree 
course mentioned at (*) 
above. 
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Air Force (Commissions) 
Defence Services -A Profile 
Branch/Type of 
entry/Month of 
commencement 
of course each yr. 
Sex and 
Age 
limit 
Educational eligibility/Mode 
of selection 
Application Training and 
Prospects 
• National 
Defence 
Academy 
Flying 
Branch 
• Jan & Jul 
16!/2-
19yr 
(unmarri 
ed) Male 
only 
12"" Class of 10+2 
System of education 
NDA written Exam by 
UPSC followed by SSB 
Interview for those who 
pass in written Exam 
Apply to 
UPSC in 
response to 
their 
advertisemen 
tin 
April/Nov. 
each year in 
news papers 
and 
Employment 
News. 
Selected cadets 
are trained for 3 
years in NDA 
and awarded 
BA/B.Sc degree 
followed by 53 
weeks training in 
flying in Air 
Force 
academy/BFTS. 
Direct Entry 
• Combined 
Defence 
Services 
Exam. 
(CDSE) 
Flying 
Branch 
• Jan & July 
19-23yr. 
(unmarri 
ed) Male 
only 
Graduate with Physics 
and Maths at 10+2 level 
Written examination 
conducted by UPSC 
followed by SSB 
Interview for those who 
pass in written Exam 
Apply to 
UPSC in 
respect to 
their 
advertisemen 
tin 
April/Nov. 
each year in 
newspaper. 
Selected 
candidates under 
go 22 weeks 
preflight training 
at Begumpet 
followed by 52 
weeks training at 
AFA/BFTS 
Through 
NCC (Air 
wing) Flying 
Branch 
19-23yr 
(unmarri 
ed) Male 
only 
• Graduation with Physics 
and Maths at 10+2 and 
NCC "C" Air Wing 
certificate with 24 
month of leaving NCC 
• No written Exam 
• Only AFSB interview 
Refer 
incentives to 
NCC Cadets 
in this 
Chapter. 
Selected 
candidates go for 
direct training to 
AFA/BFTS. 
• Women 
Candidates 
(Short 
service 
Commission) 
Helicopter & 
Transport 
pilots only 
19-23yr 
(Urmiarri 
ed) Male 
or 
Female 
or 
widows 
of 
service 
personne 
1 without 
any child 
• Graduation with Maths 
& Physics at 10+2 level 
• Merit in SSB Interview 
for selected candidates 
Apply to Air 
Hqs when 
applications 
are called for 
through 
news papers 
and 
Employment 
News 
Selected 
candidates are 
trained at Air 
Force 
Academy/BFTS 
University 18-24yrs Pre-fmal/ Final year in Applications Technical 
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Entry 
scheme 
Technical/En 
gineering 
• July 
• NDA 
Flying Branch 
• Jan & July 
• Direct Entry 
Scheme 
Technical/En 
gineering 
• Jun & Oct. 
16Vi-19 
(Unmarri 
ed males 
only) 
18-28 
yrs PC to 
Men 
short 
service 
commiss 
ion to 
women 
Engineering degree 
course in Electrical/ 
Mechanical Allied 
branch. 
• 12* Class or 10+2 
system of education. 
• NDA written Exam by 
UPSC followed by SSB 
Interview for those who 
pass in written Exam . 
• Degree in 
Mechanical/Electrical 
/Allied subjects 
Aeronautical 
engineering (Electr.) -
PC & SSC 
• Engineering Degree in 
Electronics/Telecommun 
ications/Electrical 
Communications/ 
Electronics & 
Communication/Instructi 
on/Compu-ter Science & 
Engineering or a 
combination or those 
subjects, or 
• B./Tech in Radio 
Physics & Electronics of 
Calcutta University, or 
• A Degree in Science 
with Physics, 
Mathematics and 
Chemistry and must 
have passed one of the 
following: 
• Section 'A' and 'B' of 
AMIE (India) in 
Electrical/ Electronics/ 
are called 
once a year 
through 
news papers 
Employment 
news. 
Apply to 
UPSC in 
response to 
advertisemen 
tin 
newspapers 
and 
Employment 
news. 
Apply in 
response to 
advertisemen 
tin 
newspapers 
and 
Employment 
news. 
graduates are 
trained as per 
requirements of 
service at 
various training 
establishments. 
Selected cadets 
are trained for 3 
years in NDA 
and awarded 
BA/BSc degree 
followed by 53 
weeks training in 
flying at Air 
Force Academy. 
44 weeks 
training Air 
Force Technical 
College, 
Bangalore. 
Provisional 
Short Service 
Commission for 
candidates who 
apply for Short 
Service. 
Females get only 
Short Service 
Commission. 
Study leave for 
ME/M.Tech & 
Ph.D in India 
and abroad. 
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• University 
scheme 
Tech/Enginee 
ring 
• Jul 
18-24 
Years 
Telecommunica-tion. 
• Graduate Membership 
examination of lETE 
with following subjects 
of section'A' 
Mathematics, Applied 
Electronics & Circuits, 
Principles of 
communication 
Engineering and 
Transmission Line 8c 
Network, in addition to 
full subject of Section 
'B' by actual studies. 
• Section'A'and'B' 
exams of Aeronautical 
Society of India by 
actual studies in 
Avionics/ 
Communications. 
Must possess a minimum of 
two years of practical 
experience in Electronics 
discipline in a recognized 
serving/ manufacturing 
organization 
Aeronautical Engineering 
(Mechanical) PC & SSC. 
• Degree in Aeronautical/ 
Mechanical Engineering, 
or 
• A Degree in Science 
with Physics, 
Mathematics and 
Chemistry and must 
have passed one of the 
following: 
• Section 'A' and 'B' of 
AMIE (I) with 
Mechanical/ 
Aeronautical subjects, or 
• Associate Membership 
Examination Part II an 
III of the Aeronautical 
Society of India with 
Group I (Design & 
Production) or Group II 
Applications 
are called 
once a year 
through 
News Paper 
and 
Employment 
News. 
Technical 
graduates are 
trained as per 
requirements of 
service at Air 
Force 
Academy/BFTS. 
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18-24 
Years 
University 
scheme 
Tech/Enginee 
ring 
• Jul 
(Maintenance, Repair & 
Overhaul) by actual 
studies. 
Must possess a minimum of 
two years practical 
experience in Mechanical 
discipline in recognized 
servicing/ manufacturing 
organization. 
• Selection by Air Force 
Selection Board, 
Interviews held at SSB 
Dehradun, Varanasi, 
Mysore. They also 
undergo Psychological 
test and Interview. Applications 
are called 
once a year 
through 
News Paper 
and 
Employment 
News. 
Technical 
graduates are 
trained as per 
requirements of 
service at Air 
Force 
Academy/BFTS. 
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Branch/Type of 
entry/ Month of 
commencement 
of course each yr. 
Sex and 
Age 
limit 
Educational Eligibility/ 
Mode of Selection 
raining & Prospects 
Administrative 
Accounts 
Logistics 
Meteorology 
• Usually in 
January and 
July but varies 
with number 
of vacancies. 
SSC for Adm 
(ATC/FC) 
Fighter 
Controller & Air 
Traffic 
Controller 
20-23yrs 
20-25yrs 
20-26yrs 
20-23yrs 
20-25yrs 
20-27yrs 
20-23yrs 
20-25yrs 
20-25yrs 
20-23yrs 
20-25yrs 
I Class Graduate 
I/II Class PG/ Graduate 
LLBl/II Class 
I Class B.Com 
1/ II Class M.Com 
CA/ICFAI 
I Class Graduate 
1/ II Class PG Graduate 
I/II ClassM.Sc in 
Physics/ Applied Physics / 
Meteorology/ Geophysics 
with Meteorology/ 
Applied Mathematics/ 
Oceanography vdth 
specialisation in 
MeteoroIogy/M.,Tech 
Atmospheric Science from 
IIT Delhi 
• Merit in SSB 
interview. Female 
candidates get short 
service Commission 
for 10 years 
I Class Graduate/II Class 
Post Graduate 
Candidates recommended by 
Air Headquarters after short 
listing are required to appear 
before the Air Force 
selection Board and undergo 
tests in leadership qualities 
and physical fitness. 
No compensation is paid in 
respect of any injury 
sustained as a result of the 
tests. 
The interview is held during 
August/Sept. 
Selected candidates would 
be required to undergo 
medical fitness tests at lAM, 
Bangalore/CME Delhi. 
Candidates are then detailed 
for training in order of merit 
based on the marks secured 
at the Selection Board and 
subject to medical fitness. 
Successful candidates 
undergo 52 weeks training at 
Air Force Academy. Short 
Service Male officers have 
provision to opt for 
Permanent Commission. It 
depends upon vacancy and 
suitability of the officer. 
Career prospects: Short 
Service Commission 
Officers are entitled for 
promotion under conditions 
applicable to Permanent 
Commissioned Officers of 
Non-Technical Ground 
Duties Branches. 
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The above information is subject to change. The training of officers 
selected through the above entries normally commences in the month 
of January/August every year. Advertisements calling for applications 
from eligible candidates are published in Employment News and 
important Newspapers in Apr./May and Sept to Nov. The selection 
procedure includes UPSC Examination (for NDA,10+2 (Ex) and GS 
Entry), interview at Services Selection Board and medical examination. 
Further information can also be obtained from: Directorate of 
Manpower Plarming and Recruitment of Army/Naval/Air 
Headquarters, New Delhi 110011. 
2.7 Entry for Women in the Army/Navy/Air Force (Short Service 
Commission) 
Women have always played an active role, though indirectly in maintaining the 
high morale of the Armed Forces by way of participation in various welfare 
and social activities of various branches of the Armed Forces. In view of its 
futuristic, progressive and modem approach, women are now exhorted to play 
an active, direct role in shouldering the duties also. The three services have 
been recruiting women candidates for some selected branches for short service 
commission which is of 5 to 10 years duration. The following charts give 
details of the branches for entry and the requirements for getting an entry. 
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Fig 2.7- Chart Showing Commission for Women (Army) 
Commission for Women in the Army (Short Service) 
Branch 
Army Service 
Corps (ASC) 
(Food scientists) 
Army Ordnance 
Corps (AOC) 
Army Education 
Corps (AEC) 
Array Engineers 
Signals 
EME 
Age 
21-27 
19-25 
21-27 
21-27 
19-25 
19-25 
Educational 
qualification 
M.Sc in Organic 
Chemistry/ Biochem/ 
Micro Biology/ 
Biochem of foods. 
Graduates (minimum 
60%) in any subject 
with Dip in 
comp.Sc/Material 
Management/ or with 
Commerce/ Economics 
Science graduates with 
any subject with Dip in 
Comp.Sc/Material 
Management/ or with 
Physics/ Chemistry 
Post Graduate Degree 
BE.Civil/ Electrical/ 
Mechanical/ 
Architecture 
BE 
Telecommunication/ 
Telecommunication 
and Electronics/ 
Computer Science/ 
Computer Engineering 
M.Sc (Computer 
Science) MCA/BE 
(Computer Sc & Engg) 
BE (Electronics and 
Comp.Sc) BE (Mech)/ 
BE (Electrical)/ BE 
(Automobile) 
Selection 
Initial shortlisting of 
applications is done 
by Additional 
Directorate General 
(Recruiting) Army 
HQ. Shortlisted 
candidates will be 
tested at Services 
Selection Board by 
Psychologist, Group 
Testing Officer and 
Interviewing Officer. 
Same as above 
Same as above 
Same as above 
Same as above 
Same as above 
For application 
contact 
Additional 
Directorate Gene 
of Recruiting 
(Women Entry 
Section) West Bl 
III, R.K Puram > 
Delhi 110066. 
Same as above 
Same as above 
Same as above 
Same as above 
Same as above 
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Intelligence 
Corps 
(Linguistic 
Officer) 
JAG 
19-25 
21-27 
Graduate with 
Interpretership level 
qualification in any of 
the following 
languages Chinese, 
Sinhalese, Burmese, 
Pushto, Tibetan 
LLB (3 yrs course) 
after graduation or 5 
years composite course 
after 10+2 
Same as above 
Same as above 
Same as above 
Same as above 
2.71 Physical Standards Required- The following are the minimum 
physical standards: 
2.711 Height and Weight- The minimum acceptable height and 
weight for women in 142cm and 36 Kg respectively. 
2.712 Vision- Visual acuity (min) Distant Vision (corrected) Better 
eye 6/6 worse eye 6/18, Myopia of not more than minus 5.5 D 
including astigmatism. To be passed as fit, a candidate must be 
in good physical and mental health and free from any disability 
likely to interfere with the efficient performance of duty. 
2.713 Training - Approximately six months training at OTA, 
Chermai is given, after successful completion of which 
candidates are granted commission in the rank of Lt. The final 
allocation of Arms/Services is made before the candidates pass 
out of OTA. 
62 
Chapter 2 Defence Services -A Profile 
Fig 2.713- Chart Showing Commission for Women In Indian Air 
Force 
Commission for Women in the Air Force (Short Service) 
Branch 
Flying Branch 
(Transport / 
HeUcopter Pilots and 
Navigators) 
(Commission for 10 
years). 
Technical Branches 
(commission for 6 
years). 
Ground Duty Branch 
(Administrative, 
Logistics, Accounts, 
Education & 
Meteorology). 
Age 
19-23yrs, 25yrsfor 
CPL* holders 
(unmarried or 
widows of service 
persormel killed on 
duty but without any 
child). 
19-28yrs (unmarried 
or widows of service 
personnel killed on 
duty but without any 
child). 
20-23yrs (unmarried) 
20-25yrs ;27yrs for 
higher qualification. 
Educational 
requirements 
Graduate with 
Physics and Maths 
upto 10+2 level. 
Same as for male 
candidates (refer to 
table). 
First Class graduates, 
Post graduate Ist/2"'' 
class. 
Selection 
Applications are 
directly called for by 
Air HQ followed by 
interview. Selection 
is based on merit in 
SSB and interview. 
Based on merit in 
SSB and Interview. 
-Do-
2.714 Physical requirements - Same as Army. For flying branch 
minimum height 162.5 Cms, leg length 99-120 cm. should not 
be colour/night blind or wearing glasses. 
2.72 Commission for Women in Navy (Short Service) 
For entry, age requirements, educational qualification and selection 
refer to Table (Commission in Army, Men/ Women section) 
2.721 Physical standards - Relaxation for female candidates in 
addition to medical requirements mentioned in general. Height 
and Weight - Minimum acceptable height 148 cms, weight 
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38.6 Kgs. The correlated weight should not, however, vary 
from the average by more than 10%. Vision- 6/36,6/60 
correctable to 6/6 (in each eye with glasses). 
2.722 Selection and training -Candidates recommended by Naval 
Headquarters after short listing are required to appear before 
the Naval Selection Board (Bangalore and Bhopal) and 
undergo tests in leadership qualities and physical fitness. 
Initial training is conducted at Naval Academy (NAVAC) 
situated in Goa, followed by training at other centres like 
Mumbai, Cochin and Visakhapatnam. 
2.8 Entry in Army, Navy, Air Force after 10+2 
2.81 Naval Engineering College 
Navy directly selects candidates for their Engineering College at 
Lonawala, Pune. Male candidates between the age of I6I/2 and 19 years 
who have passed class XII with Maths, Physics and Chemistry and 
have secured more than 70% marks in PCM and minimum 50% marks 
in English are eligible to apply. The Naval Engineering College trains 
the cadets so selected in Naval Architecture, Marine Engineering and 
Electrical Engineering. The course starts in August, advertisement and 
details about this selection are published in leading newspapers and 
Employment news in the month of May/June. 
2.82 National Defence Academy 
Union Public Service Commission holds a competitive examination 
twice in a year, in February & September, for a three-year training 
course commencing in January and July. Candidate taking the 
examination has to give preference for service he desires to join, 
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however, option also depends on the rank in merit list. Before 
indicating their preferences for different courses, the candidates should 
first decide their preference for the two Academies, viz.. National 
Defence Academy and Naval Academy (Executive Branch). If a 
candidate opts for National Defence Academy as his first choice, he 
must first indicate his preference for different wings of National 
Defence Academy viz., Army, Navy and Air Force followed by his 
preference for Naval Academy (Executive Branch). Alternatively if a 
candidate opts for Naval Academy (Executive Branch) as his first 
choice, he must first indicate his preference for Naval Academy 
(Executive Branch) as his first choice, followed by his preferences for 
different wings of National Defence Academy. 
2.821 Centres of Examination- Agartala, Ahmedabad, Aizwal, 
Allahabad, Bangalore, Bareilly, Bhopal, Mumbai, Calcutta, 
Chandigarh, Cochin, Cuttack, Delhi, Dharwar, Dispur 
(Guwahati), Gangtok, Hyderabad, Imphal, Itanagar, Jaipur, 
Jammu, Jorhat, Kavaratti (Lakshadweep), Kohima, Lucknow, 
Chennai, Madurai, Nagpur, Panaji (Goa), Patna, Port Blair, 
Raipur, Sambalpur, Shillong, Shimla, Srinagar, Tirupati, 
Trivandrum, Udaipur and Vishakhapatnam. The centres and 
the date of holding the examination as mentioned above are 
liable to be changed at the discretion of the Commission. 
2.822 Conditions of Eligibility- The following are the conditions of 
eligibility: 
Nationality- A candidate must be either (i) a citizen of India, or 
(ii) a subject of Bhutan, or (iii) a subject of Nepal, or (iv) a 
Tibetan refugee who came over to India before the 1st January, 
1962 with the intention of permanently settling in India, or (v) 
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a person of Indian origin who has migrated from Pakistan, 
Burma, Sri Lanka, the East African countries of Kenya, 
Uganda, Republic of Tanzania (formerly Tanganyika and 
Zanzibar), Zambia, Malawi, Zaire and Ethiopia and Vietnam 
with the intention of permanently settling in India. Provided 
that a candidate belonging to categories (ii), (iii), (iv) and (v) 
above shall be a person in whose favour a certificate of 
eligibility has been issued by the Government of India. 
Certificate of eligibility is not, however, necessary in the case 
of candidates who are Gorkha subjects of Nepal. 
2.823 Age Limit, Sex and Marital Status- Only unmarried male 
candidates, age between 16/2 and 19 years are eligible. The 
date of birth accepted by the Commission is that entered in the 
Matriculation or Secondary School Leaving Certificate in a 
certificate recognized by an Indian university as equivalent to 
Matriculation maintained by a university, which extract must 
be certified by the proper authority of the university or in the 
Higher Secondaiy or an equivalent examination certificate. 
These certificates are required to be submitted only after the 
declaration of the result of the written part of the examination. 
Candidates must undertake not to marry until they complete 
their flill training. A candidate who marries subsequent to the 
date of his application, though successful at this or any 
subsequent examination will not be selected for training. A 
candidate who marries during training shall be discharged and 
will be liable to refund all expenditure incurred on him by the 
Government. 
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2.824 Educational qualifications -These are follows-
2.835 For Army Wing of National Defence Academy- 12"^  Class 
pass of the 10+2 pattern of School Education or equivalent 
examination conducted by a State Education Board or a 
University. 
2.836 For Air Force and Naval Wings of National Defence 
Academy and for the 10+2 (Executive Branch) course at the 
Naval Academy- 12"^  Class Pass of the 10+2 pattern or School 
Education or equivalent with Physics and Mathematics 
conducted by a State Education Board or a University. 
Candidates who are appearing in the \2^ Class under the 10+2 
pattern of School Education or equivalent examination can also 
apply. Candidates who qualify in the SSB interview will be 
required to submit Matriculation and/or 10+2 or equivalent 
certificate in original to Army HQ Rtg (NDA Entry) West 
Block III, R.K.Puram New Delhi 110066 and for Naval 
Academy Candidates to Naval Headquarters, R&R Section, 
206 ' C Wing, Sena Bhawan, New Delhi 110011. 
2.827 Scheme of the Examination - The subject of the written 
examination, the time allowed and the maximum marks 
allotted to each subject are as follows: -
Fig 2.82- Scheme of Examination for NDA 
Subject 
Mathematics 
General Ability Test 
Code 
01 
02 
Duration 
2-2'/2 hours 
2-2!/2 hours 
Total 
Max Mark 
300 
600 
900 
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The papers in all the subjects consist of objective type 
questions only. The question papers (test Booklets) are set in 
English only. 
2.828 Intelligence and Personality Test- In addition to the 
interview, the candidates are put through intelligence tests both 
verbal and non-verbal designed to assess their basic 
intelligence. They are also put to group test , such as group 
discussions, group-planning, outdoor group tasks and asked to 
give brief lectures on specified subjects. All these tests are 
intended to judge the mental calibre of a candidate in broad 
terms. This is really an assessment of both his intellectual 
qualities and also his social traits and interest in current affairs. 
The maximum marks obtainable at these tests are 900. 
2.9 Graduates and Postgraduates Entry into Armed Forces 
2.91 Combined Defence Services Examination (CDSE) 
Union Public Service Commission through its notification in leading 
newspapers and Employment news, in the months of April and 
October, conducts an entrance examination for entry into the officer 
cadre of Army, Navy and Air Force. Candidates qualifying in written 
examination have to appear before a service selection board for 
interview. Those opting for Air force have to undergo Pilot Aptitude 
test. Those who come on the merit list undergo medical examination 
and after selection are sent to following training establishments 
according to choice given by the candidates and their merit list ranking. 
• Indian Military Academy (IMA), Dehradun 
• Naval Academy, Goa 
• Air Force Academy, Begumpet, Hyderabad 
• Officers Training Academy, Madras 
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Those joining in any of the first three estabUshments get 
permanent commission. Candidates selected for OTA, Chennai are 
given short service commission. 
Applicant is required to specify clearly the services for which 
he wishes to be considered in the order of his preference. He is also 
advised to indicate as mjmy preferences as he wishes to, subject of 
fulfilling the conditions of eligibility, so that having regard to his rank 
in the order of merit due consideration can be given to his preferences 
when making appointment. 
If an applicant is competing for OTA as well as for any other 
Course (s), viz., IMA, Naval Academy and Air Force Academy, the 
OTA will always be his last choice. In such cases, the applicant must, 
therefore, give OTA as his last choice, as otherwise OTA will be 
deemed to be the last choice even if it is given a higher preference by 
the applicant. OTA can be the first preference if it is the one and only 
choice. Applicants are considered for appointment to those courses 
only for which they exercise their preference and for no other course. 
The Commission entertains no request for addition/alteration in 
the preference indicated by a candidate in his application. The 
Commission entertains no change of choice in his application. Second 
choice comes for consideration only when Services HQ docs not offer 
the first choice to the candidate. When first choice is offered and a 
candidate declines the same, his candidature is cancelled for all other 
choices for regular commission. 
2.92 Incentives to NCC Cadets- The following are the incentives to the 
NCC cadets: 
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2.921 Army- 50 vacancies in every regular course of IMA are 
reserved for National Cadet Corps ' C certificate holders who 
have passed UPSC Examination and have also been declared 
successful by the Service Selection Board. 
2.9211 Short Service Commission (NT) - OTA, Chennai. 
Graduates with 50% marks, NCC 'C Certificate with 
'B' grade and serving for 2 years from the date of 
receipt of application can appear directly for SSB 
interview for SSC at OTA, Chermai. 
2.922 Navy- 6 vacancies per course for grant of commission in the 
Navy are reserved for selection of National Cadet Corps cadets 
as Special Entry Cadets, provided they are in possession of 'C 
certificate of Naval Wing and are declared fit by the Naval 
Selection Board. Such cadets are exempted from appearing in 
the UPSC examination. 
2.923 Air Force - 10 vacancies per course are reserved for National 
Cadet Corps Air Wing cadets holding NCC ' C certificate of 
Air wing. Two courses are held every year. The cadets for 
Pre-Flying Course do not have to undergo UPSC Examination. 
2.9231 Other Branches of Air Force - 10 vacancies per 
course are reserved for National Cadet Corps Air wing 
cadets holding NCC ' C certificate of Air Wing for 
commission into various branches of the IFA (except 
Flying Branch Pilot). They have, however, to clear the 
UPSC examination and service Selection Board as in 
the case of general candidates. 
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To be eligible to compete for reserved vacancies 
the candidates should have served for not less than two 
academic years in the Senior Division Army Wing and 
three academic years in the Senior Division Air 
v i^ng/Naval Wing of National Cadet Corps and should 
not have been discharged from the NCC for more than 
24 months for IMA/Naval Academy/ Air Force 
Academy Courses on the last date of receipt of 
applications in the Commission's Office. 
Table 2.2934 Addresses for Information on Recruitment 
For Recruitment in to 
Army 
(IMA/OTA) 
Additional Director General 
of Recruitment, CDSE Entry, 
Army Headquarters, New 
Delhi-110066 
For Recruitment into Navy 
(NAVC) 
Naval Headquarter, R&R 
Sena Bhawan, Defence 
Headquarters, Post New 
Delhi-110011 
For Recruitment into Air 
Force (AFA) 
PO 3 (A), Air Headquarters, 
J Block, Room No. 17, 
Opposite Vayu Bhawan 
Motilal Nehru Marg, New 
Delhi-110011 
2.93 Educational Qualifications - These are listed as follows: -
2.931 For IMA and Officers' Training Academy - Degree of a 
recognized university or equivalent. 
2.932 For Naval Academy - B.Sc v^th Physics & Mathematics or 
Bachelor of Engineering. 
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2.933 For Air Force Academy - Degree of a recognized university 
or equivalent with physics and/or Mathematics as subjects. 
Candidates who have passed their degree examination with 
subjects other than physics and/or Mathematics as subjects are 
also eligible provided they have passed the Higher Secondary 
Examination (old pattern) or the ll"' /12"' Standard 
Examination under the 10+2 pattern of school education or an 
equivalent examination with mathematics and Physics as 
subject of Examination. 
Graduates with first choice as Army/Navy/Air Force 
are to submit proof of graduation provisional certificates within 
two weeks of completion of SSB interview to Army HQ (Rtg. 
CDSE Entry)/NHQ (R&R Section)/Air HQ-P0-3(A) 
respectively. 
Candidates who are studying in the final year Degree 
course and have yet to pass the final examination, (b) 
Interview, intelligence and personality test of such candidates 
as may be called for the interview at the services selection 
board centers. 
The subjects of the written examination the time 
allowed and the maximum marks allotted to each subject are as 
follows: -
Fig 2.91- Scheme of Examination for CDS including OTA 
For the admission to IMA, Naval and Air Force Academy 
Subject 
English 
General Knowledge 
Elementary Mathematics 
Duration 
2hrs 
2Hrs 
2Hrs 
Marks 
100 
100 
100 
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For admission to officers 
Subject 
English 
General Knowledge 
training academy 
Duration 
2Hrs 
2Hrs 
Marks 
100 
100 
The maximum marks allotted to the written examination and 
the interviews are equal for each course, i.e., maximum marks 
allotted to the written examination and to the interviews are 300, 300, 
300 and 200 each for admission to Military Academy, Air Force, Naval 
Academy and Officers Training Academy. 
2.9331 For candidates joining the Air Force Academy -
There are three modes of entry into F(P) Course Viz. 
CDSE/NCC/Airmen. Candidates who apply for Air 
Force through more than one source will be 
tested/interviewed at Air force as well as other arms of 
services. Common candidate who fails in INS-B/PAB 
test as an NCC or Airmen candidate be called again 
through CDS testing for Army/ Navy/OTA only, if it is 
found that he has applied through CDS Exam also. All 
papers in all subjects consist of objective type 
questions. Question Papers are set in English only. In 
question papers, wherever necessary, questions 
involving metric system of Weights and Measures are 
also included. Candidates have to write the papers in 
their own hand. In no circumstances are they allowed 
the help of a scribe to write answers for them. The 
commission has discretion to fix qualifying marks in 
any or all the subjects of the examination. The 
candidates are not permitted to use calculator for 
answering objective type papers. 
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2.10 Special Tests of Selection 
After the UPSC written examination for NDA and CDSE or after the 
scrutiny and short listing of applicants by the respective headquarters 
all candidates are put through relevant tests before being sent for 
medical examination. Here is a description of the selection procedure 
of the service Selection Board (SSB). 
2.101 Personality Tests- These tests are as follows: -
Situation Reaction Test (SRT) - Sixty situations are given and 
the candidate is required to give reactions on an ans\yer book in 
30 minutes. 
2.102 Thematic Apperception Test (TAT)- A set of 12 pictures are 
shown and the candidate is required to write a story in 3 
minutes for each word. 
2.103 Word Association Test (WAT) - Sixty words are projected 
and the candidate is required to make a sentence, in 15 seconds 
for each word. 
2.104 Group Tests - Group Test is conducted on batches of 8-10 
candidates. The test comprises of indoor and outdoor activities 
e.g. group planning, group discussion and lectures. 
2.105 Interview-This is to test the personality of the candidate. This 
includes general awareness. Finally the selection board 
interviews the candidate. 
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2.106 Pilot Aptitude Battery Tests- Pilots have to undergo a pilot 
aptitude test which includes Instrument battery test. This test 
requires annotation of the correct answers in an answer sheet 
for each problem, which are given in a booklet. Those 
qualifying in this test have to take the machine test comprising 
of control velocity and SMA. 
2.107 Intelligence Test- Pilot, Engineers and other ground duty 
applicants also go through the officers' intelligence rating test. 
This test is designed to find out the basic intelligence level of 
the candidates. Only those who achieve a minimum acceptable 
level grade and required to undergo the Personality test which 
is common to all candidates. 
2.108 Engineering Knowledge Test- Engineers take the engineering 
knowledge test. This is a test of basic knowledge in various 
fields of engineering. This test has to be cleared before taking 
the personality test. 
2.11 Entry After 10+2 (PCB Group) Into Armed Forces Medical Services 
2.111 Medical Corps after 10+2 (Biology Group) 
Armed forces Medical College is a prestigious medical college 
run by the Armed forces for training medical graduates at Pune. 
105 boys and 25 girls are selected to serve the armed forces 
as doctors after their training. 
2.1111 Eligibility- candidates should be medically fit as per 
laid down standards. All selected candidates have to 
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undergo medical examination before admission to the 
AFMC. Only unmarried candidates are eligible. 
2.1112 Nationality - A citizen of India or a subject of Nepal 
or Bhutan or a person of Indian origin migrated from 
Pakistan or any other foreign country with the intention 
of permanently settling in India can apply. Foreign 
national of Indian origin may be admitted only after 
they have acquired Indian citizenship or in respect of 
whom the Ministry of Home Affairs issues a certificate 
of eligibility. 
2.1113 Educational Qualifications - Candidate must have 
passed the XII (10+2) standard/pre-professional 
(medicine) examination or equivalent examination of 
any recognized BoardAJniversity as a regular student in 
the first attempt with subjects of Physics, Chemistry, 
Biology and English securing not less than 60 percent 
of aggregate marks in the three science subjects taken 
together. He should secure 50 percent marks in each 
science subjects and not less than 45 percent marks in 
English. The candidate must have passed an 
examination in Mathematics at least of the 
matriculation standard. Candidates are to appear for 
the test provisionally. Candidates who have passed in 
Domestic Science, Domestic Arithmetic, and Lower 
Maths separately or in combination with ordinary 
(multi purpose) or equivalent examination are not 
eligible. Candidates who have passed only pre-
university/pre-degree (one year course) or pre 
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professional in AgricultureA^eterinary/ Dental 
examination are not eligible. 
2.1114 Method of Selection - The selection test is held in two 
parts; written test and an interview. General standard 
of the entrance examination is that of 10+2 standard. 
2.1115 Age - 17 years on 31 December of the year of 
appearing but must not be the age of 22 years on the 
date if the academic qualification of candidates is 10+2. 
A candidate who has passed the B.Sc. examination or 
will be appearing in final B.Sc. examination must not 
have attained the age of 24 years on December 31. 
2.1116 Reservation For SC/ST - 10 seats are reserved for 
SC/ST candidates but they must come within the first 
500 in the final combined merit list of boys and girls. 
Based on the performance in the written test, selected 
candidates are called for interview in the month of 
June/July at one of tlie following Centers: Bangalore, 
Calcutta, Lucknow, New Delhi and Pune. 
2.112 Military Nursing Services (MNS) 
2.1121 Entry After 10+2 
Admission to B.Sc. (Nursing) course of four years 
duration is conducted at College of Nursing, Armed 
Forces Medical College, Pune-30. 
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2.1122 Minimum Educational Qualification - The 
candidates must have passed XII class (10+2) or an 
equivalent examination of 12 years duration of a 
recognized Board/University with Physics, Chemistry 
and Biology (Botany and Zoology) with not less than 
40 percent aggregate marks in all the subjects. Those 
who have passed the examination as private 
candidates without attending a College affiliated 
to any recognized university are not eligible. The 
candidates appearing in the qualifying examination 
(10+2) during March/April of the year of applying 
may not apply. 
2.1123 Age Requirements - Candidates should be between 
17-25 years of age Candidates are selected (2 seats 
are reserved for scheduled caste/scheduled tribes and 
1 seat for NCC trained girl candidate). Selected 
candidates are required to execute an agreement/ 
bond to serve in the Military Nursing Services for a 
minimum period of 5 years as Permanent 
Commissioned Officer after successful completion of 
studies. In addition to free rations, furnished 
accommodation, uniform allowance, medical 
treatment and travel concessions, they are paid a 
stipend per month during the course. Only unmarried 
female candidates are eligible. Divorcees, widows, 
or those legally separated and without encumbrances 
are also considered. Applicants should be medically 
fit. 
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2.1124 Selection - Written objective type examination are 
held at 17 centers. Required numbers of candidates 
from the merit list are called for interview at 
selected centers in the month of April/ May. 
Candidates who qualify in the interview have to take 
the medical examination. A final merit list is drawn 
on the basis of marks obtained both in written 
examination and interview. Existing number of 
vacancies are filled strictly in accordance with the 
position secured by the candidates in the all India 
merit list. 
2.113 Army Dental Corps 
From time to time dental surgeons are inducted in the Army 
Dental Corps. They are granted direct Permanent 
Commission/Short Service Commission. 
2.1131 Short Service Commission - Short Service 
commission is granted to Dental surgeons who fulfill 
the following conditions: -
Age limit- Less than 45 years (relax able in case of 
specialists and post-graduates) 
Qualification- Graduate in Dental Surgery. 
Medically fit in all respects. 
2.1132 Direct Permanent Commission -Permanent 
Commission is also granted. 
Age limit - Post graduate (MDS) 30 years/Graduate 
(BDS) 28 years. 
Qualification- Postgraduate dental degree or BDS 
with 60% in final BDS examination. 
Medically fit in all respects. 
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Selection procedure-There is a written (objective) 
and clinical test followed by an interview. Successful 
candidates at the written and clinical test are required 
to appear before the selection board for interview. 
Lady candidates are also inducted in the Army Dental 
Corps. 
2,6 Pay and Allowances for Officers 
2.61 Dearness Allowance (DA) - Inflation neutralization is 100% at all 
levels. Inflationary rise in DA shall be based on the rise in the All 
India Price Index with effect from 1.1.1996. It is 59% of basic pay in 
July 2003. 
2.62 City Compensatory Allowance - CCA has been based on class of city 
and Pay Scale. For Scale Rs.6500 and above, class AI cities Rs.300; 
class BI, Rs 180; and B2 class: Rs.l20. 
2.63 Transport Allowance - For executive officers in AI and A class cities: 
Rs. 800 and Rs. 400. In other class of cities supervisory staff shall get 
Rs. 400 in AI and A class cities and Rs. 200 in other cities. 
2.64 House Rent Allowance - If accommodation is not provided by the 
government, house rent is admissible, depending on classification of 
city, as follows: 
• AI with population 50 lakh and more: 30% of the maximum of 
scale 
• A with population 20 to 50 lakh: 15% of the maximum of scale 
• B1 with population 10 to 20 lakh: 15% of the maximum of scale 
• B2 with population 5 to 10 lakh: 15% of the maximum of scale 
• C with population 50,000 to 5 lakh: 7.5% of scale 
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2.65 Non-Practicing Allowance - Given to all medical personnel at a 
uniform scale of 25% of basic pay. However, basic pay+NPA should 
not exceed Rs. 29,500 
2.66 Pay Scale - Defence Services Officers 
The rank of 2Lt. in Army, pilot officer in Air Force and Acting Sub/Lt. 
in Navy has been abolished. Time scale promotion and pay scales are 
as follows: -
Fig 2.66 Pay Scales of Defence Officers 
Rank-Army 
Lieutenant 
Captain 
Major 
Lieutenant Colonel 
Colonel 
Brigadier 
Major General 
Lieutenant General 
VCAS/GOC-in-C 
General 
Rank-Navy 
Sub Lieutenant 
Lieutenant 
Lieutenant Commander 
Commander 
Captain 
Commodore 
Rear Admiral 
Vice Admiral 
VCNS/C-in-C 
Admiral 
Rank-Air Force 
Flying Officer 
Flight Lieutenant 
Squadron Leader 
Wing Commander 
Group Captain 
Air Commodore 
Air Vice Marshal 
Air Marshal 
VCAS/AOC-in-C 
Air Chief Marshal 
Pay scales and Rank Pay 
(Included in Basic Pay) 
8500-300-10050/NA 
9600-300-11400 /400 
11600-325-14850/1200 
13500-400-17100/1600 
15100-450-17350/2000 
16700-450-18050/2400 
18400-500-22400/NA 
22400-525-24500/NA 
26000 Fixed 
30000 Fixed 
2.7 Promotions 
2.71 All Arms except, medical, dental, RVC and Military Nursing 
Services 
• Lt. to Captain: 5 years of service 
• Captain to Maj or: 1 Oyears of service 
• Major to Lt Colonel: ITyears of service or 20 years 
Promotion to Lt Colonel and above is through selection. 
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2.72 Medical - From AFMC - Lieutenant to Captain after 1 year. Direct 
Entry (after intern- ship). 
Captain to Major: 4 years of servic;. Major to Lt Colonel: 13 years 
of service 
2.73 Dental - Induction as Lt. after one-year service: Captain. Captain to 
Major: 6 years service. 
Major to Lt Colonel: 14 years 6 months service 
2.74 Remount Veterinary Corps - Joins as Lieutenant. After one year 
service promoted to Captain's rank. Captain to Major after seven years 
service. Major to Lt. Colonel- 17 year's service. Promotion to Colonel 
rank and above is through selection for all officers. 
2.8 Allowances - Dearness Allowance: Inflation neutralization 100% is granted 
based on rise in All India Price index with effect from 1.1.1996. 
• Flying Pay for fighter pilots Rs. 9000 a month, submarine pay and hazard 
allowance for Siachen is Rs. 7000 a month. Flying pay for helicopter and 
transport aircraft Rs. 7000 a month. 
•. Kit Maintenance Allowance is RS. 200 
• City Compensatory Allowance: Refer scale for Group I civil officers. 
• House Rent Allowance: Refer scale for Group I civil officers 
• Non-Practicing Allowance: Refer scale for Group I civil officer for 
medical and dental Service. 
• Counter Insurgency Allowance for Peace, Modified Field and Field Area 
varies from Rs 2000/- to Rs 3900/- depending upon the involvement in 
different intensity of operations. 
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2. 9 Other Allowances: 
• Specialist Pay: Medical senior advisor: Rs. 1200. Classified specialist: Rs. 
1000. Graded specialist Rs. 1000 
• Technical Pay presently Rs. 750, however it is being reviewed further. 
• High Altitude Allowance Category II above 15000 feet. : Lt Col. And 
above: Rs. 800. Major: Rs. 700. Captain: Rs. 330 Lt: Rs 265. 
• Field Allowance (Type 1 hai'd): Lt Col: 1300. Major: Rs. 1200. Captain: 
Rs. 1100. Lt: Rs. 1050. (Type II modified): Lt Col and above: Rs. 500. 
Major: Rs. 465. Captain: Rs, 430. Lt.: Rs. 400. 
• Separation Allowance Navy (while at sea): Lt. Cdr. and above: Rs.335. 
Lt. Cdr: Rs. 300. Lt: Rs. 280. Sub Lt.: Rs. 265. 
• Diving Allowance has been doubled. 
• Survey Pay has been doubled. 
2.10 Summary 
This Chapter dealt with various eligibility conditions for entry into the Armed 
Forces, details of written tests and interviews. The various arms and services of the 
three wings of the Armed Forces were also highlighted in addition to covering 
service conditions and Pay and Allowances. 
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Chapter 3 
jM^fe' V,X^',f. ••/,/'-f'.'^y,fr. '. 
Motivation and Youth 
I'm simply a plain ordinary man, highly motivated. 
- Theodore Roosevelt 
3.1 Introduction 
Motivation is an important factor guiding all human endeavours. In every 
walk of life an individual has to be motivated to accomplish results. The 
soldier's performance of duty entails exposures to grave dangers. It 
requires adjustment to all the savage conditions of life on a battlefield. He 
has to remain motivated to carry out his task in such difficult and strange 
environment (Sinha, 1976). 
Motivation is as complex as human nature. It is a subject matter of 
multiple disciplines of learning. Human resource developers knew it long 
before that there are drives and mofives behind human activities. Social 
sciences such as Psychology, Sociology, Cultural anthropology, Economics 
etc. study the problem and endeavour to discover the laws governing 
human nature (Mandle, 1979). 
3.2 Meaning of Motivation 
Scholars have variously defined motivation. 'Motivafion' is a Latin word, 
meaning 'to move'. Human motives are internalized goals within 
individuals. 
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Motivation is one of the important factors affecting human behaviour. The 
level of motivation does not only affect perception and learning but it also 
affects the total performance of the individuals, as expressed by: 
Performance = Ability x Motivation 
The motivation is also affected by various psychological factors such as 
perception, learning and personality. 
Motivation has come from motives, which are the expression of 
human needs by people. In fact, the activities of human beings are caused 
and behind every action there is particular motive or need. Thus, 
motivational relationship can be expressed in the following formula: 
Motivation = Valence x Expectancy 
3.3 Motivation and Behaviour: Motivation causes goal-directed behaviour. 
Feeling of a need by a person causes him to behave in such a way that he 
tries to satisfy himself. This can be expressed in the following figure: 
Fig 3.3 Needs Cause Behaviour 
Tension Tension 
Motives (Needs) ^ Wants ^ Behaviour 
(Release of tension) iL 
Environment Incentives 
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3.4 Model of Frustration: Satisfaction of one-need leads to feeling of another 
need. If the need is not satisfied because of some reason, frustration 
results. Since frustration is not an ideal position for the person, he will try 
to bring him back by alternative behaviour as shown in figure. 
Fig: 3.4 A Model of Frustration 
Need 
(Deprivation) 
— • Drive 
(Deprivation 
with direction) 
•> Frustration 
Barriers 
• Goal 
(Reduction of 
drive) 
Defence Mechanism 
1. Aggression 
2. Withdrawal 
3. Compromise 
"Motivation refers to the degree of readiness of an organism to pursue 
some designated goal, and implies the determination of the nature and 
locus of the forces, including the degree of readiness ". 
Encyclopedia of Management. 
"Motivation is the stimulation of any emotion or desire operating upon 
one's will and prompting, driving it into action ". 
"Motivation refers to the drive and effort to satisfy a want or goal. 
Satisfaction refers to the contentment experienced when a want is satisfied. 
In other words, motivation implies a drive towards an outcome and 
satisfaction involves outcomes already experienced". 
Harold Koontz and Cryil O' Donnell. 
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As Burleson and Steiner state, "A motive is an inner state that energizes, 
activates, or moves and directs or channels behaviour towards goals". 
Stanford and Wright man describe a motive thus "It is a restlessness, a lack, 
a yearn, a force. Once in the grip of a motive, the organism does something 
to reduce the restlessness, to remedy the lack, to alleviate yearns, to 
mitigate forces". 
3.5 Characteristics of Motivation 
3.51 Individuals Differ in Their Motivation: The viewpoint that 
'there is only one economic drive that determines behaviour is 
untenable. The goals to which an individual aspires are many and 
so are his motivations. The oft quoted story about three men cutting 
stones near a cathedral, about three fourths completed, is well 
known. While the first man cut stones for making ends meet, the 
second person did it for seeking job satisfaction and the third man 
accomplished group goals through this activity. 
3.52 Motivations Change: Motivation of each individual changes from 
time to time even though he may continue to behave in the same way. 
For example, a temporary worker may produce more in the 
beginning to become permanent. When made permanent, he may 
continue to produce more- this time to gain powerful position and 
soon. 
3.53 Sometimes The Individual Himself is unaware of his 
motivation. Freud uncovered this phenomenon while analyzing 
critical patients. He found that man is like an iceberg. Only a small 
part is conscious and visible. The rest is beneath the surface. This 
below the surface concept is unconscious motivation. That is why a 
person can not always verbalize his motivation to attain certain 
goals. 
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3.54 Motivations Are Expressed Differently: The ways in which needs 
are eventually translated into actions vary considerably between one 
individual and another. The reactions of individuals to successful or 
unsuccessful fulfillment of their needs may also differ. Some 
become frustrated and give up trying. 
3.55 Motivation is Complex: It is difficult to explain and predict the 
behaviours of workers. The introduction of an apparently favorable 
motivational device may not necessarily achieve the desired ends, if 
it brings opposing motives into play. In a factory when blue-green 
lighting was introduced to reduce eyestrain, the output of male 
workers increased. But that of female employees declined. The 
investigations revealed that the latter disliked the change in lighting. 
They felt that the new type of lighting projected them in poor light. 
3.6 Motivational Theories 
From the beginning, when human organizations were established, 
people had tried to find out the motivators for youth. The satisfactory and 
generalized answer is yet to be found out. F W Taylor conceptualized 
scientific management and particularly differential piece rate system for 
motivated workers. The findings of motivational research studies and 
theories are affected by time, country and circumstances. Thus is due to 
complex nature of youngsters. 
We can classify motivation theories under three broad heads -
1. Content Theories 
2. Process Theories, and 
3. Reinforcement Theories. 
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The content theories explain what energizes an individual's behaviour. 
These determine such needs of an individual as energies and direct his 
behaviour. The Process Theories of motivation show how behaviour is 
energized and directed. And Reinforcement Theories highlight the ways in 
which behaviour is learned, shaped or modified. 
Fig3.6CIassiflcation of Motivation Theories 
Motivation Theories 
CONTENT 
THEORIES 
I 
PROCESS 
THEORIES 
VROOM 
EXPECTANCY 
THEORY 
REINFORCEMENT 
THEORIES 
1 
ADAM'S EQUITY 
THEORY 
MASLOW'S HIERARCHY 
OF NEEDS 
HERZBERG'S Mc CLELLAND'S 
HYGIENE-MOTIVATION ACHIEVEMENT 
THEORY THEORY 
OPERANT CONDITIONING CLASSICAL 
THEORY CONDITIONING 
THEORY 
3.7 Applicability of Motivational Theories To Youth while Opting For 
Various Careers. 
For the youngsters from Schools and Colleges seeking entry into various 
Vocations, Maslow's Hierarchy of Needs is the most relevant theory. It is 
because unemployed educated youth tend to satisfy their basic needs first 
i.e. lower order needs. These are physiological needs i.e. food, clothing 
and shelter. Then, youth move up to satisfy their security and social needs. 
Once physiological, safety and social needs are fulfilled, youngsters yearn 
for higher order needs like Esteem Needs and self-actualization needs. 
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Such Higher order needs are seldom applicable to youth looking for a 
career just after leaving school/college. Through recruitment into an 
appropriate profession personal safety and job security is adequately met. 
On the other hand, higher order needs like Social, Esteem and Self 
Actualization needs arise subsequently once the youth is well entrenched in 
the chosen career. Hence, this theory is discussed in greater detail. Other 
theories like Hygiene-Motivation Theory; Mc McClelland's Achievement 
Theories etc are more relevant to professionals who are already employed 
in a vocation. 
3.8 Maslow's Needs Hierarchy Theory 
Dr. Maslow's theories of basic needs provide valuable insights about 
human motivation. Maslow views an individual's motivation as a pre-
determined order of needs which he strives to satisfy. Maslow model of 
'Hierarchy of Needs' indicates the following prepositions about human 
behaviour: -
3.81 Man is a wanting animal, as soon as one of his needs is satisfied, 
another appears in its place. The process is unending. It continues 
from birth to death. Man continuously puts forth efforts to satisfy 
his needs. 
3.82 A satisfied need is not a motivator of behaviour. Only unsatisfied 
needs motivate behaviour. 
3.83 Man's needs are arranged in an ascending order of importance. 
3.84 Physiological, Safety and Love needs are described, as low order 
needs. Esteem, and self-actualization as higher order needs. The 
distinction stands on the premise that higher order needs are 
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satisfied internally to the person whereas lower order needs are 
predominantly satisfied externally (e.g. money, wages, and good 
working condition). 
Maslow proposed that basic needs are structured in a hierarchy of 
prepotency and probability of appearance. A schematic version of 
the five level triangles is portrayed in Fig. 3.8. 
3.81 Physiological Needs: Physiological needs are the biological needs 
required to preserve human life. These needs include food, 
clothing and shelter. These needs must be met at least partly 
before higher level needs emerge. They exert a tremendous 
influence on behaviour. They are the most powerful of motivating 
stimuli, for we must satisfy most of them in order to exist 
(survive). These take precedence over other needs when thwarted. 
As pointed out by Maslow, "Man lives by bread alone", when 
there is no bread, physiological needs dominate, when all needs 
are unsatisfied. Physiological needs have certain features in 
common. 
3.811 These provide meaning to work life. Individuals are not treated as 
inert instruments, glorified machine tools, and mere appendages in 
the production process. People congregate because of mutual 
feelings of being beaten by the system. They seek affiliations 
because they desire to have their beliefs confirmed. 
3.812 Social needs are regarded as secondary because they are not 
essential preserve human life. They are nebulous because they 
represent needs of the mind and spirit, rather than of the physical 
body. 
91 
Chapter 3 Motivation and Youth 
Figure-3.8 Maslow's Hierarchy of Needs 
SELF 
ACTUALIZATION' 
ESTEEM 
SOCIAL 
SAFETY 
PHYSIOLOGICAL 
3.8121 They are relatively independent of each other. 
3.8122 In many cases they can be identified with a particular organ in the 
body (hunger-stomach). 
3.8123 In any affluent culture, these needs are unusual rather than typical 
motivators. 
3.8124 Physiological needs are essentially finite. 
3.8125 They must be met repeatedly within relatively short time periods to 
remain fulfilled. 
3.8126 Satisfaction of physiological need is usually associated not with 
money itself but what it can buy. 
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3.8127 Most of the physiological needs require some conscious provisions 
for their future satisfaction. 
3.82 Safety Needs'. Once physiological needs become relatively well gratified, 
the safety needs begin to manifest them and dominate human behaviour. 
These include: 
3.821 Protection from physiological damages (Fire, accident). 
3.822 Economic security (fringe benefits, health, insurance 
programmes). 
3.823 Desire for an orderly, predictable environment, and 
3.824 The desire to know the limits of acceptable behaviour. 
Maslow stressed emotional as well as physical safety. Thus, these 
needs are concerned with protection from hazards of life, from 
danger, deprivation and threat. Safety needs are primarily satisfied 
through economic behaviour. Organisation can influence these 
security needs either positively through pension schemes, insurance 
plans or negatively by arousing fears of being fired or laid off. 
Safety needs too are emotional, only if they are unsatisfied. They 
have finite limits. 
3.83. Higher Order Needs - the Love Needs: After the lower needs have 
been satisfied, the social or love needs become important motivators of 
behaviour. Man is a gregarious animal and wants to give and receive 
friendship and affection. Social needs tend to be stronger for some people 
than for others and stronger in certain situations. Social needs have certain 
features in common. 
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3.831 They provide meaning to life. Individuals are not treated as inert 
instruments, glorified machine tools, and mere appendages in the 
production process. People congregate because they desire to have 
their beliefs confirmed. 
3.832 Social needs are regarded as secondary because they are not essential 
to preserve human life. They are nebulous because they represent 
needs of the mind and spirit, rather than of the physical body. 
3.833 Social needs are substantially infinite. 
3.834 Social needs are primarily satisfied through symbolic behaviour of 
psychic and social content. Where these are not met, severe mal-
adjustment is probable; where the hunger for companionship is 
assuaged, the mental health of the organism is once again on a 
better lease. 
3.84. Esteem Needs: Esteem needs is two fold in nature - self esteem and esteem 
of others. Self-esteem needs include those for self-confidence, achievement, 
competence, self-respect, and knowledge and for independence and freedom. 
The second group of esteem needs is those that related to one's reputation 
needs for status, for recognition, for appreciation and the deserved respect of 
one's fellow/associates. Esteem needs have certain features in common. 
3.841 They do not become motivators until lower level needs are 
reasonably satisfied. 
3.842 These needs are insatiable; unlike lower order needs, these needs 
are rarely satisfied. 
,.-?'P ^^ 
Chapter 3 Motivation and Youth 
3.843 Satisfaction of esteem needs produces feelings of self-confidence, 
worth, strength, capability and adequacy of being usefiil and 
necessary in the world. 
3.845 The satisfaction of esteem needs is not always obtained through 
nature or adaptive behaviour. It is sometimes generated by 
irresponsible actions. 
3.846 The modem organisation offers few opportunities for the 
satisfaction of these needs to people at lower levels in the hierarchy. 
3.85 Self Actualization Needs: These are the needs for realizing one's 
own potentialities for continued self-development for being creative 
in the broadest sense of that term. Self fulfilling people are 
rare individuals who come close to living up to their full 
potential for being realistic, accomplishing things, enjoying life, and 
generally exemplifying classic human virtues. Self-
actualization is the desire to become what one is capable of 
becoming. A musician must make music, a poet must write, a 
General must win battles, an artist must paint, a teacher must 
teach, if he is to be ultimately happy. What a man CAN be, 
he MUST be. Self-actualization needs have certain features in 
common. 
3.851 The specific form that needs take will vary greatly from person to 
person. In one person, it may be expressed materially in still 
another, aesthetically. 
3.852 Self realization is not necessarily a creative urge. It does not mean 
that one must always create poems, novels, paintings and 
experiments. In a broad sense, it means creativeness in realizing to 
the fullest one's own capabilities; whatever they may be. 
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3.853 The way self-actualization is expressed can change over the life 
cycle e.g. John Borg, Rod Leaver, switching over to coaching after 
excelling in their respective fields. 
3.854 These needs are continuously motivational. 
3.855 These needs are psychological in nature and are substantially 
infinite. 
3.856 The conditions of modern life give only limited opportunities for 
these needs to obtain expression. 
3.86 Evaluation 
Although of great societal popularity, need hierarchy as a theory continues 
to receive little empirical support. The available research certainly 
generates reluctance to accept the implication of Maslow's theory 
unconditionally. 
3.861 Theoretical Difficulties: The need hierarchy theory is almost a 
non-testable theory. It defines empirical testing, and it is difficult to 
interpret and operationalize its concepts, e.g. what behaviour 
should or should not be included in each need category? What 
are the conditions under which the theory is operative? How does 
the shift from one need to another take place? What is the time 
span for the unfolding of the hierarchy? After reviewing 22 studies, 
Wabhu Bride well concludes, "review shows that Maslow's theory 
has received little clear or consistent support. Some of the 
prepositions are totally rejected, while others receive mixed and 
unquestionable support at best. Maslow's simplified theory is 
grossly incomplete and must be viewed as a theoretical statement 
rather than an abstraction from field research. 
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3.862 Research Methodology: Maslow's model is based on a relatively 
small sample of subjects. It is a clinically derived theory and its unit 
of analysis is the individual. Maslow, recognising these 
limitations, presented the model, with apologies to those who 
insist on conventional reliability, sampling etc. 
3.863 Superfluous Classification Scheme: The need classification 
scheme is somewhat artificial and arbitrary. Needs cannot be 
classified into neat watertight compartments, a neat five steps 
hierarchy. The model is based more on wishes of what man 
SHOULD BE than what he ACTUALLY IS. Some critics have 
concluded that the hierarchy should be viewed merely a two 
tiered affair, with needs related to existence (survival) at the lower 
level and all other needs prospect at the second level. 
3.864 Chain of Causation in the Hierarchy: There is no definite 
evidence that once a need has been gratified, its strength 
diminishes. It is also doubtful whether gratification of one need 
automatically activates the next need in the hierarchy. The chain of 
causation may not always run from stimulus to individual 
needs to behaviour. Further various levels in the hierarchy imply 
that lower level needs be gratified before a concern for higher level 
needs develop. In a real situation, however, human behaviour is 
probably a compromise of various needs acting on us 
simultaneously. Some outcomes may satisfy more than one need. 
3.865 Needs Are Crucial Determinants of Behaviour: The concept of 
needs is introspective in nature and so cannot be tested objectively. 
It is difficult to catalogue the multifarious needs of individuals 
and point out clearly as to how one need differs from another. The 
limitations, critics have questioned the useflilness of the needs 
theory. Because of its assumption that need is the crucial 
determinant of behaviour is also open to doubt. Behaviour is 
97 
Chapter 3 Motivation and Youth 
influenced by innumerable factors (not necessarily by needs alone). 
Moreover, there is ample evidence tc show that people seek objects 
and engage in behaviour that is in no way connected to the 
gratification of needs. It is also worth noting that the Maslow's 
model presents a somewhat static picture of individual needs 
structure. The facts that the relative mix of needs changes during an 
individual's psychological development have been ignored. In 
addition, a longitudinal view of needs is totally missing. The needs 
of workers change over time inevitably. Owing to these limitations, 
the need priority model provides, at the best an incomplete and 
partial explanation of behaviour. 
3.856 Individual Differences: Individuals differ in the relative intensity of 
their various needs. Some individuals are strongly influenced by 
love needs despite having a flourishing social life and satisfactory 
family life. Other individuals have great and continued need for 
security despite continued employment with enormous fringe 
benefits, young workers have greater esteem and self-fulfillment 
deficiencies than do older workers. Culturally disadvantaged 
employees may feel stronger deprivation of biological and safety 
needs, whereas culturally advantaged employees prefer routine and 
standardized jobs. The picture will be very confusing if wc apply 
the theory in different countries with cultural, religious differences. 
In one case, black managers, had a greater lack of need fulfillment 
than their black counterparts in almost every category. Surveys in 
Japan and continental countries show that the model does not apply 
to the managers. Cultural, religious and environmental influences 
play a major role in determining the need priority in various 
countries. Thus the theory hardly reckons with a whole of set of 
factors affecting individual need structure, positions in authority 
structure and culture etc. Few data support the idea that all people 
are capable of activating all levels of the need structure. Moreover 
managers do not have substantial amount of time for a leisurely 
diagnosis of where every employee is positioned in the Maslow's 
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need priority model. 
3.9 Conceptual Framework: Tliis provides a certain frame of reference for 
practice, research and education. Conceptual framework is a cohesive 
supporting linkage of selected, inter related concepts. It is the device 
adopted for organizing ideas and, in turn bringing order to related 
observations, events and experiences. It serves as a guide to research and 
a spring- board for the generation of research hypotheses. 
From the literature reviewed, several ideas and information were 
collected. Later, the information was organized in the form of a 
conceptual framework. The aim of the present study is to identify the 
motivating factors of Indian youth while opting for a career and 
determine its implications for the recruitment policies of the Armed 
Forces. The career choice is influenced by many factors - familial 
factors such as parents, educational and occupation status, their income, 
religion etc., individual factors such as individual's cognition about a 
career, his/her own value systems or needs, social factors such as 
influence of mass media, influence of professionals or other members in 
the society etc. 
People often choose a career because they correlate both 
achieving success in life and realizing their ambitions. The meaning of 
success can be categorized into socio-economic status, competitive edge 
over peers, growth orientation and inter-personal security. Competitive 
edge would indicate the power, position and respect. A growth 
orientation suggests that the person could improve change and climb the 
Career ladder i.e. meeting the self-actualization needs of Maslow's 
hierarchy. Inter-personal security is individualized to a great extent but 
could be that the person is able to feel comfortable and be at peace with 
life. 
We like to pursue a career that we feel that we can successfully 
accomplish it. This is probably due to what we call our self-efficacy 
expectation. Self-efficacy is the belief in one's ability to perform an 
99 
Chapter 3 Motivation and Youth 
experiment successfully. When individuals believe that they can be 
successful in a given career, they will more likely explore opportunities 
in that particular field. 
Rosenberg (1957) points out that the individual's choice of a career 
is itself determined by those factors which it affects and those are: 
cognition i.e. the person's choice of a career reflects her/his knowledge 
about the world of work, ideas about the nature of various careers, their 
educational and training requirements, the abilities and skills required, 
their demands and rewards. And in making a choice, an individual is 
also guided by his/her cognition about himself/herself 
Individual choice of a career is also influenced by the value 
orientation and needs i.e. how it satisfies her/his needs; value an 
individual attaches to a particular career. Value may be "intrinsic" or 
"extrinsic". Intrinsic value of a career relates to the career preference for 
its own sake while extrinsic values are those that make a person seek for 
a career for what it may offer to him/her e.g. economic security or social 
status. 
Motivation of youth is bound to have positive or negative impact 
on the recruitment policies of an organization depending upon pay and 
allowances, service conditions, status of employees vis-a-vis other 
professions, image of the concerned organization and the job satisfaction 
level of its members. While positive motivation generated through praise 
and credit for work done, sincere interest in subordinates, competition, 
participation, pride, delegation of responsibility and appreciation pulls 
prospective recruits towards an organization and induces them to apply 
for a job. On the contrary, negative or fear motivation created through 
hazardous service conditions, prolonged separation from families, 
deprivation of freedom of speech, limited promotion prospect, inferior 
status in 
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society, mis-matched pay and allowances vis-a-vis hardships and risks 
involved in a vocation cause eligible candidates to try out all other 
avenues of employment before applying for the Armed Forces. This 
results in poor quality youth applicants and inferior recruitment ratio. In 
such a situation, the Armed Forces have a little choice for selection from 
among poor quality candidates. At times, it has to compromise its 
selection standards to fill up the minimum vacancies and keep the 
organization 'going' somehow. 
An organization with thirty percent persisting manpower shortfall in 
the officer cadre reflect on the inadequacy of recruitment polices, when 
viewed with other lucrative job options available to prospective 
candidates. Such an organization is either compelled to lower its 
recruitment standards or may have to improve its service conditions for 
better quality of work life and improve morale of its personnel. 
The recruitment policies have to keep pace with the requirement of 
a job. The dilution ofstandards will have serious repercussions. The 
attainment of the objectives of such an outfit will be questionable in the 
long run due to poor performance of its members. And during a war, 
there is no prize for runners up. 
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Fig 3.9 Conceptual Framework 
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Negative Motivation for Recruitment 
* Hazardous Working Conditions 
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3.10 Summary 
The level of the performance of a person is function of his abilities 
and motivation. Motivation affects behaviour. It propels an individual into 
action to achieve goals. Individual differ in their motivation. Motivation 
change from time to time. Sometimes the individual himself is unaware of 
his motivation. Motivations are expressed differently and are complex. 
There are three Theories of Motivation - Content, Process and 
Reinforcement. The content Theories explain what energizes an individual 
behaviour. The process theories show how behaviour is stimulated. And 
Reinforcement Theories emphasize the way in which behaviour is learned, 
shaped or modified. Youth's motivation for a career choice is mainly 
governed by Maslow's Hierarchy of Needs. Familial Considerations, 
individual choice and societal influences play an important role in the 
choice of a career by youth. Besides, positive and negative motivators 
inherent in a profession also affect choice for a career. 
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Chapter 4 
Review of Literature 
4.1 Introduction 
A review of related literature is an essential activity of scientific research 
projects. Literature review refers to both the activities involved in searching 
for information on a topic, as well as to the actual written report that 
summarizes the state of the existing knowledge on a research problem. 
Literature review helps the researcher in many ways. It helps the 
researcher to assess what is already known, what is still unknown and 
untested, justify the need for its replication, throw some light on the 
feasibility of the study and the problems that may be encountered by the 
researcher, and to uncover methodological tools, which shed light on ways to 
improve the efficiency of data collection, obtaining useful information on 
how to increase the effectiveness of data analysis. 
The literature review involves systematic identification, location, 
scrutiny and summary of written material that contain information of a 
research problem. The investigator followed these steps in the review of 
related research and non-research literature to broaden the understanding and 
to gain an insight into the selected problem under study. Limited research 
literature is available on studies of motivators of youth opting for officer 
cadre in the Armed Forces. Few studies have been done on identifying the 
socio-economic background of the Armed Forces officers and improving the 
attractiveness of the Armed Forces as a career option. 
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The study of the relevant and related literature is organized as follows: 
4.2 Studies related to career choice and factors influencing career choice. 
4.3 Socio-economic status of Armed Forces officers. 
4.2 Studies Related to Career Choice and Factors Influencing 
Career Choice 
Given the prevailing emphasis on Commercial values and business 
success in the USA, selection of military career is often believed to 
be a weak career choice. Among segments of the civilian public, 
entry into the military is often thought of as an effort to avoid the 
competitive realities of civil society. In the extreme view, the 
military profession is thought to be a berth for mediocrity (Janowitz, 
1964). 
Pendelton Herring, writing on the eve of the attack on Pearl 
Harbour, stated the issue with the complete tact of a Harvard 
Professor of Political Science. He writes that the best talent and the 
most enterprising and ambitious young men would not seek to make 
the profession of arms their life career. They went into business and 
the well-rewarded professions. 
Selection of a military career, like the selection of any career 
represents the interplay of opportunity, plus a complex of social and 
personality factors. In one sense, to say that the military is a 
mediocre career choice, is an expression of a liberal ideology, which 
holds that, since war is essentially destructive the best minds are 
attracted to more positive endeavors (Albuquerque, 2001). 
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In assessing the selection of military career, two rather 
specific empirical questions could be investigated. First, it is true 
that during the period which the 1910 -50 leaders were recruited, the 
military profession attracted persons whose basic intelligence was not 
equal to those in other professions. Second is the issue of motivation. 
Could it be that the underlying motivation for a military career is an 
expression of 'careerism,' whereby a person seeks what believes to 
be a non-competitive and protected route to the achievement of 
limited ambitions. 
Upto the period of 1950, the meaning of career choice for the 
military elite suggests the following hypothesis. While for many 
persons, and even for majority the military career represented the 
pursuit of a relatively secure, safe and promising prospect more or 
less similar to other professions. For a substantial minority at least 
the choice of a military career was a strong decision. To speak of 
strong career choice means that a person feels that a particular 
occupation is singularly important to him, since he believes that it 
will give him the rewards and gratifications he wants. For such 
persons, the military career has overtones of a 'Calling', with a sense 
of mission (Nair, 1982). 
For motive patterns, singly and in combination, were of 
consequence for those who rose to the level of General or Admiral by 
1950 : tradition or more precisely family and social inheritance, sheer 
desire for education and social advancement with or without a career 
commitment to the military, experience in military setting and 
'boyhood' ambition. The potential officer's choice was furthered by 
adequate and respectable level of personal security in peacetime and 
desire for an active, athletic - type career. M attempt to provide a 
full time career to military officers has been found to be a 
mathematical absurdity. Becau.se 87% strength of officers are 
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required in the ranks of Major and equivalent and below (Chibber, 
1986). 
'The problems of the Officer Cadre of the Army' highlighted in USI 
Journal of April-June 1997 states, "over the past few years, sufficient 
number of young persons, men and women are not volunteering to 
join the officer cadre of the Army. On 1'' January 1997, the 
deficiencies of officers in different 'Arms' and 'Services' of the 
Army were Armoured Corps 30.4 percent, Infantry 25.3 percent, 
Field Artillery 32.5 percent. Air Defence Artillery 27.7 percent, 
Corps of Engineers 31.5 percent. Corps of Signals 29.6 percent. 
Army Service Corps (ASC) 34.4 percent, Army Ordnance Corps 
(AOC) 27.9 percent, Corps of Electrical and Mechanical Engineers 
(EME) 32.9 percent, Minor Corps 20.3 percent. Special List cadre 
36.8 percent. Total 29.7 percent deficiencies in any hierarchical 
structure will not exist and the higher levels of the hierarchy since the 
vacancies at higher ranks will be filled up by promotions. The 
deficiencies show up at the ranks of Captains and Majors in units. 
Such high percentages of deficiencies, in effect mean that 'Junior 
Leadership' is virtually non-existent in units. In blunt terms, the 
St 
fitness for war of most units is very questionable. As on 1 January 
1997 the deficiencies in the officer cadre of the Navy were 5.68% and 
the lAF 7.47%" (Balaram, 1997). 
Citing the possible reasons for deficiencies (De-motivators), 
he adds-pay, promotions, prestige and service conditions are 
important that make a service attractive. In spite of the best efforts of 
the chiefs of staff of the three Defence Services and their respective 
Headquarters over a period of 50 years, neither Pay Commissions nor 
the Government have paid much attention to what Defence Services 
have said. No attempt has been made by these agencies to provide 
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the officers of the Defence Services the same pay for the same length 
of service in comparison with the Indian Administrative or any other 
service as a basic necessity in pay structuring. Adequate 
compensation is not provided for hard living conditions, frequent 
movement all over India, living away from families and risk to life 
and limb, not only during wars which are infrequent but also during 
counter insurgency operations which are endemic. Most armies of 
the world build this element into the emolument structure or provide 
as Military Service Pay or X Factor Compensation. It is generally, 
observed that Chairman and non-bureaucrat members of pay 
commission, are sympathetic to the Defence Services when they visit 
and see the conditions in units in forward areas. However, they seem 
to forget these observations when making recommendations to the 
Government, perhaps under the overwhelming influence of members 
who are either serving or former bureaucrats. A vast majority of 
political leaders do not have sufficient ideas of the Defence Services, 
except perhaps the fact, that they take part in Republic Day Parades. 
Hence it has become a case of "Remembering God and Defence 
Services only when facing trouble". It is very doubtful whether in 
present day India, 'patriotism' and 'glamour' and glory of the service 
play any great part in attracting good quality youth or even mediocre 
youth to join the officer cadre. 
Summing up the dismal state of the officers cadre and the 
existing deficiencies, the highlights are: 
4.21 A sensible and equitable scale for the Defence Services has not been 
evolved by five successive pay commissions over half a century. 
Informed and dynamic political leadership to override bureaucratic 
obstruction to give the Defence Services their due does not exist. 
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4.22 Measures to improve the image of the Defence Services in general, 
and the Army in particular, are not likely to emerge in a hurry 
because of deeply entrenched vested interests. 
4.23 'Patriotism', 'glamour' and 'glory' are no longer operative factors. 
4.24 Political management may improve, mitigating the rigours of service 
conditions. 
4.25 Promotion prospects may improve gradually with better cadre 
management. 
4.3 In a research project titled, ""How to make a career in the Armed Forces 
attractive", undertaken by Mahajan (1999), spread over a year and involving 
interaction at different levels and survey among serving and retired officers, 
he had questioned 1108 respondents. 534 serving (70 percent were Major 
equivalent and below) and 131 retired (mostly colonel equivalent and above) 
officers of the three services and 443 students. 
4.31 The principal findings of the survey arc: 
4.311 Most serving officers are satisfied with the values that govern 
career choice and retention i.e. monetary compensation, 
professional development life style and social status. 
4.312 Job satisfaction and promotional avenues are unsatisfactory, 
but can be alleviated by in-service reform. 
4.313 Lack of married accommodation, quality education for children 
and truncated career are the main irritants in the quality-of-life 
indices. 
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4.314 The juniors hunger for better example and expect superior 
moral quality from senior officers. 
4.315 The traditional non-material values of service life are still its most 
attractive features. 
4.316 Certain non-institutional (organizational) trends have crept into 
the Armed Forces, which seek out of service appellate and 
associations to represent their interests. 
4.317 Retired officers have no regrets for having joined the Armed 
Forces. However, they are deeply dissatisfied with the existing 
resettlement apparatus. 
4.318 Students retain their respect for the Armed Forces and want to 
join them for traditional reasons but seek more flexible terms of 
service. They are quite ignorant about the Armed Forces. 
4.319 Respondents were asked to give their suggestions (not under any 
specific headings) for improving the attractiveness of a service 
career. These suggestions are as follows: 
Fig 4.3 Measures to Improve Attractiveness of the Armed Forces 
Serving Officers Retired Officers 
a. Improve Monetary compensation 
b. Provide additional facilities 
c. Improve career Development 
d. Improve service culture 
e. Facilities for families 
f. Facilities for retirees 
g. Improve civil-military relations 
Total Suggestions received 
199(12%) 23 (7%) 
122 (8%) 
266(16%) 
479 (30%) 
170(11%) 
45 (3%) 
320 (20%) 
1600(100%) 
13(4%) 
54 (16%) 
68 (20%) 
34(10%) 
65 (20%) 
71 (22%) 
328(100%) 
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4.4 The Principal Causes Affecting Armed Forces As a Career Choice. 
The respondents' chief concern is in respect of improving in-service 
culture, civil-military relations and career development (65% of the 
suggestions). The study points to six principal causes that influenced 
career choice for the Armed Forces. 
4.41 Poor politico-bureaucratic management of the Armed Forces 
creating a feeling among existing incumbents of not being 
allowed to realize potential. 
4A2 Continuous whittling down of the authority and status of the 
senior hierarchy by government thus discrediting it and 
making it appears inept in the eyes of the subordinates. 
4.43 An entrenched feeling in the Armed Forces that the 
commitment expected of them is, not matched by the society's 
commitment to them. 
4.44 There is a lack of internal cohesion in the officer corps, 
caused principally by perceived poor moral quality of senior 
leadership and its inability to lead by example. Consequently, 
some negative societal values (e.g. sycophancy, individualism 
and consumerism) have permeated its ranks. 
4.45 Poor management of ex-servicemen's welfare and 
resettlement. 
4.46 Poor PR and media relations. 
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4.5 Studies Related to Socio-Economic Status of Armed Forces 
Officers. 
In a presentation on Military and Society on 20-21 October 1986 at 
Vigyan Bhawan in New Delhi, it was held that the profile of the 
officer cadre had dropped to a lower middle class and perhaps even 
below that. The motivation, inspiration and priorities of the officers 
had changed. Unlike the King Commissioned Indian Officers 
(KCIOs) and the pre-world war-II Indian Commissioned Officers 
(ICOs) the values of today's officer were the same as in the civil; 
political clout and economic power. Therefore, the ethos is shifting 
from traditional values to self-interest and contractual rights. She 
went to the extent of suggesting that the motto at Chetwode Hall at 
the IMA could now be read in reverse. She referred to a research 
conducted by her in 1981, wherein she obtained views of 50 Lt Cols 
and 500 young Officers of between 1 to 10 years service (Awasthy, 
1986). 
4.51 The Findings of the Survey 
4.511 The most acutely felt stresses were financial stringency, 
separation from family, problems of children's education and 
provision for a house. 
4.512 Along with this, i.e. at the same level, was the concern at the 
curbing of initiative and self-expression. 
4.513 Two major considerations of an army officer priority wise 
were: 
4.5131 Socializing and pleasing the boss. 
4.5132 Professional competence came a poor second. 
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4.514 Husbanding resources and making contacts for post 
retirement competed strongly for the third place with training 
and welfare of troops. 
4.515 Assured re-employment for five years after retirement would 
ease the tension of 51 percent of all respondents. 
4.516 90 percent of the senior respondents (Colonels and 
Brigadiers) affirmed a change in the attitude of young officers 
whose concern was with money, professional competence and 
ftirtherance of their career. 
4.517 Accent was on pleasing the boss to obtain a good ACR. 
4.518 Career ftirtherance rather than competence in the exercise of 
command was the consideration. 
4.519 Seniors tend not to stand by their subordinates. If any thing 
goes wrong they tend to make a scapegoat of them. 
4.520 Cadets at the officers training establishment are reluctant to 
opt for fighting arms. Where as the vacancies for ASC and 
other services are over subscribed by over three times. 
4.521 Stagnation and Selection System: Even after 1980/81 cadre 
review of 34851 officers in the Army, 87.78% are in the rank 
of Major and below, 10.11%, Lt. Col/Colonel and only 3.11% 
are Brigadiers and above. In a batch of 100 passing out of the 
Academy in a given year, 60 will become Lt. Cols, of whom 
only 50 will become Colonels, 20 will reach the rank of 
Brigadier, 8 of Major General and 2 that of Lt. General. She 
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compared this with the scope in the IAS where everyone 
reaches the rank of Joint Secretary and stated that although 
the cadre of Army officers is 10 times as large as the IAS, it 
has only one full General as against many scores officers of 
the rank of Secretary to the Govt, of India. 
4.522 Performance Appraisal: The confidentiality of the ACR 
goads the officer into sycophancy. Marking standards vary 
and those who are lucky to serve under generous 'awarders' 
do well. Assessment is based on traits and is not a review of 
job performance. There is a high degree of subjectivity and 
often influenced by non-professional issues, regimental 
preferences and personal equation 
4.6 Recruitment Trends of the Indian Armed Forces 
During an address at USI on 14"' February 1977 contended 
that brilliant youth of the country did not favour joining the officer 
corps. The following statistics were indicative of certain trends: 
4.61 "At the Indian Military Academy, in 1974-75 only 70% of the 
vacancies was subscribed and in the Technical Arms it was a 
mere 50%. As far as the quality of the intake was concerned, 
88% of the candidates were in the lowest acceptable grade ". 
4.62 At the National Defence Academy, 30% of the intake was sons 
ofJCOs and NCOs, 20% were the sons of Civilians who had 
sent their sons to Sainik Schools, and 40% were those who did 
not make the grade for Universities. 
4.63 A bare 10% were the sons of service officers of which 9% fell 
in the category of those who could not make the University 
grade. For the past two to three years hardly any son of a 
114 
Chapter 4 Review of Literature 
General Officer joined the National Defence Academy. The 
implications of these statistics cannot be glossed over with impunity. 
Although this malady is not peculiar to our country, but we can drive 
no comfort from the fact that other nations too are not finding it easy 
to adapt to changing times and changing motivations. That these 
changes are of deep consequence cannot be denied. To substantiate 
this point a few quotations may be a matter of interest - "The British 
soldier of the Second World War himself was less simple in his 
loyalties and psychology, better educated than his predecessor in the 
Great War. He had grown up in an era of radio and the cinema and 
the popular press. He was not so trusting and obedient as the 
'Tommy' of 1914-18. Resentment of unemployment and of the 
general failure of the traditional ruling class to tackle resolutely the 
economic, social and political problems had led to suspicion and 
cynicism. The men of Second World War did not show the same 
qualities of stoical endurance as those of the Great War. 
Divisions lost their fighting 'edge' more quickly. A lower proportion 
of causalities than in the Great War were needed to bring a unit to 
the point of needing relief 
This was the price paid for higher effective intelligence and 
initiative. The British Army of Second World War required 
intelligent management by its leaders. Public Relations became a 
respectable military activity. The styles of leadership altered from 
somewhat remote and formal authority of the C-in-C and army 
Commanders in the great war to a more personal kind of leadership -
commanders like Auchinleck, Alexander, Montgomery, and most 
important of all, Slim became immediate and personal figures to the 
troops, not merely embodiments of command to whom was owed, 
unquestioned respect and obedience. Within the above quotation, 
there is much food for thought (Janowitz, 1964). 
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During the discussion on "Recruitment into the Officer Corps 
of the Armed Forces" held at USI on 14^ Feb. 1977, it was 
unanimously accepted that today's youth disliked hard work and 
hazardous life and the inadequacy of emoluments. Youth preferred to 
join commercial concerns or Government's administrative and 
foreign services, rather than forces. It is quite incorrect to interpret. 
The large number of applications for commissioning is being 
indicative of enthusiasm for life in the forces. It is economic 
necessity, which drives them into services. The acceptance of all 
elements of society into the officer ranks, due perhaps to socio-
economic changes, means firstly, that mediocre will form the great 
majority of the officer intake and that such material however well 
trained, cannot produce the form of leadership (in its widest sense) 
which exudes complete confidence. Secondly, a dilution of standards 
for commissioning (and this has been repeatedly resorted to) cannot 
be tolerated beyond a certain point. In-service training however, 
intense and efficient, can achieve only limited success. 
During USI Editors Guild Seminar on "The Soldier and his 
Alienation from Society" it was contended that relative importance of 
different motives for a man joining the Armed forces is difficult, if 
not impossible, to reconstruct. An official questionnaire study of 
about 8000 graduates at West Point, USA concluded, "relative to 
compelling factors for entering west point almost all indicated that 
honour and prestige was the most important reason" (Grant, 1996). 
In the past, officers were traditionally drawn from the land 
owning or wealthy classes and other ranks from Yeomen's stock. 
Therefore, there was no problem of their rehabilitation as officers on 
retirement went back to their estates or lived on their private income. 
With the ushering in of the new social order, the type of intake into 
the Armed Forces, both officers and other ranks materially changed. 
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officers and men now came into Defence Forces for careers and 
depend only on pay and allowances for their livelihood. 
One of the strongest motivating factors is the urge of an 
individual to reach his full potential and level of competence. The 
lack of openings in the services denies him this legitimate need 
causing deep-rooted frustration and affecting the quality and output 
of his work. 
4.7 Summary 
This chapter dealt with the review of literature related to 
present study. Literature was reviewed in the areas of motivating 
factors for students opting for Armed Forces and socio-economic 
background of the defence respondents. The review of literature 
helped the investigator to develop a deeper understanding of the 
problem under study and development of the tool for data collection 
and interpretation of the findings. The next chapter deals with 
research methodology used in the present study. 
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The Present Study and Research Methodology 
5.1 Need for the Study 
Armed Forces require high standard of training and skill. Success of 
Defence Services of the nation depends on quality and motivation of its 
Human Resources. Despite that efforts have not been made to identify the 
motivational profile of aspirants. The Armed Forces have to motivate a 
person to enlist; after enlistment to keep him motivated in peace conditions 
and ensure that he also remains motivated on the battlefield. Even if taken a 
prisoner in battle, the soldier must keep his morale high to escape from 
prisoner-of-war camp and return to own Forward Defended Localities. 
During national crisis, patriotic fervour is at its peak. People voluntarily 
come forward to join the Armed Forces in response to patriotic urges. In 1962 
General (later Field Marshal) Cariappa, who was then over 60 years old, had 
reported for recruitment at Bangalore Recruiting Office. During Kargil 
conflict in June-July 1999, Chief of Army Staff secretariat was flooded with 
letters from volunteers requesting him to allow them to serve at the battlefront 
in an honorary manner. A large numbers of youth came forward for 
enlistment at Darbhanga, Danapur, Jaipur and Jamnagar recruitment centres. 
Overcome with patriotic sentiments, these youth turned unruly and violent. 
The police had to resort to firing-causing a number of deaths in the 
recruitment violence. Were these youth spurred by patriotic fervor or 
unemployment? And that they saw Kargil conflict and rising death toll on the 
battlefront as an opportunity for enrolment. 
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Developed societies found it necessary to impose conscription in the last 
two world wars. This indicates that even under wartime condition and 
consequent patriotic fervour during the war, the required number of volunteers 
would not be forthcoming to join the Armed Forces. Hence, the need for 
conscription. We cannot therefore, overplay patriotism as a motivating factor 
for an individual joining the Anned Forces. This problem is even more acute 
during periods of peace when patriotic urges may not be so prominent (Sinha, 
1976). 
Under normal conditions monetary incentives and service conditions remain 
the prime motivating factor for an individual to choose career in the Army. It 
is by no means suggested that these are the only motivating factors. 
Attachment to traditions, love for adventure too plays their part. In times of 
crisis, patriotic fervour also plays a notable part in motivating youth in 
choosing a career in the Armed Forces. In an open society like India and 
particularly in normal times, youth can be motivated to join the Army only if 
they are offered comparable career to what is available to him in other walks 
of life. If service conditions in other career options are better than the Army, 
then we must accept the inevitable that those who join the Army would do so 
only as a last resort. In view of continuing short-fall of 13,000 officers despite 
two cadre reviews and five pay Commissions, the investigator intends to 
explore factors motivating eligible youth while opting for a career. Hence, the 
statement of the problem for the present study is: 
5.2 Statement of the Problem 
"Motivational Factors of the Indian Youth While Opting for a Career with 
Special Reference to Delhi Region ". 
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5.3 Objectives of the Study 
5.31 To identify factors influencing youngsters opting for a career. 
5.32 To determine the career preferences of modern day youth and to 
ascertain rank the Armed Forces enjoy in the order of preference vis-a-
vis other professions. 
5.33 To find out the degree of involvement of various individuals 
influencing the choice of a career for youth. 
5.34 To ascertain the degree of importance of various motivators in the 
choice of career of student youth. 
5.35 To ascertain Significance of Relationship between Ranking of Defence 
Serviced by Student Respondents and their demographic profile. 
5.36 To identify reasons for shortfall of manpower in the officer's cadre of 
the Defence Services. 
5.37 To determine the degree of effectiveness of various measures 
instituted by the Defence Services to overcome the shonfall of 
Officers. 
5.38 To suggest measures for attracting youth towards the Defence Services 
and evolve effective recruitment polices in the present day context. 
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5.4 Hypotheses 
In consonance with the objectives the following null hypotheses were 
formulated with regard to student respondents: -
Hoi There is no difference in the preference of modern day youth 
regarding various career options vis-a-vis Defence Services. 
Ho2 Regional Nativity, House Location, Religion, SC/ST/OBC/General 
Category and type of school attended by Student Respondents have no 
relationship with ranking accorded by them to Defence Services. 
Ho3 Number of brothers, sisters. Gender, Age Group and Academic 
Performance of Student Respondents, have no significant bearing on 
Ranking of Defence Services by them. 
Ho4 Educational status of parents, family's income and parents' 
occupation of Student Respondents have no significant relationship 
with ranking of Defence Services by them. 
Ho5 Serving/Retired Relatives in the Armed Forces, Branches in the Armed 
Forces, Designation of Family Members and Type of Family of 
Student Respondents have no significant relationship with Ranking of 
Defence Services by them. 
5.5 Research Approach and Design 
This study uses exploratory as well as a descriptive research design. It 
uses both close-ended as well as open-ended questions. Close- ended 
questions have been used in respect of such issues wherein the contours of the 
research problem have been ascertained on the basis of survey of existing 
literature. However, those issues wherein the dimensions of the problems are 
not yet clear, open-ended question have been asked. The analysis ofclose-
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ended questions has been done using standard statistical procedures. Two 
separate questionnaires were developed for student and defence respondents. 
5.6 Data Sources 
This study uses both primary and secondary data sources. Primary data was 
collected directly from respondents while secondary data was collected from 
published as well as 'On Line Data Sources'. 
Primary Data was collected from students of class XII, undergraduate and 
PG classes. Apart from student respondents, the primary data was collected 
from Armed Forces personnel. 
Secondary Data Sources, as noted above, various published sources were 
consulted. Following Instiliution/Libraries were scanned for collecting 
secondary data: -
• United Service Institution Library in New Delhi. 
• Andhra University Library, Visakhapatnam. 
• On Line Data Sources and Web Sites. 
5.7 Sampling Plan 
A population is a group of individuals that have one or more characteristic in 
common that is of interest to the researcher. The population for the present 
research study comprised 225 students (75 students each of class XII, 
Undergraduate and PG students). In addition, 150 Armed Forces personnel 
from three branches namely. Army, Navy and Air Force were included in the 
sample. From amongst students, 75 class XII students, from both rural and 
urban areas, were covered in the study. Care was taken to ensure 
representation of both male and female respondents and also students from 
both private and government schools were included in the study to gauge their 
expectations/motivation from a service and also their order of preference for 
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various professions. 75 Graduate and 75 Postgraduate students of both the 
sexes and also from urban and rural areas were included in the study. 150 
respondents were selected from amongst serving and retired defence 
personnel. These officers were of varying seniority and rank structure, 
diversified socio-economic background, and educational status and from all 
parts of India. The detailed profile of the Defence Services personnel is 
presented in appendices 'A', 'B', ' C , and 'D'. 
5.8 Operational Definitions 
5.81 Motivation: It refers to the drive and effort to satisfy a want or goal. 
Satisfaction refers to the contentment experienced when a want is 
satisfied. In other words, motivation implies a drive towards an 
outcome and satisfaction involves outcomes already experienced. It is 
the complex of forces starting and keeping a person at work in an 
organization. In this study, it refers to the needs and motives of the 
youth he considers while opting for a career. 
5.82 Youth: For the purpose ofthis study, the term refers to eligible 
youngsters from schools and colleges exercising their options for 
various careers available in the country. 
5.83 Career: The term refers to various professions available in the country 
for science and technology as well as humanities and commerce 
students in India as well as abroad in both Private and Public sector 
undertakings. 
5.84 Armed Forces: It is a generic term used collectively for the Indian 
Army (lA), Indian Navy (IN) and Indian Air Force (lAF). The term is 
synonymously used for the Defence Services and the Military. 
Members of the Armed Forces are subject to their respective Army, 
Navy and Air Force Acts for their discipline, conduct and service 
privileges aspects. 
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5.85. Recruitment: In the study, it refers to those set of activities, the 
Defence Services undertake to attract job candidates possessing the 
appropriate characteristics to motivate them to apply for a career. 
Recruitment involves seeking and attracting a pool of people from 
amongst qualified candidates for job. The term is erroneously used for 
'Selection' and 'Employment'. Recruitment is only one of the steps in 
the entire employment process. Technically speaking, recruitment 
function precedes the selection process and it includes only finding, 
developing the sources of prospective employees and stimulating them 
to apply for jobs in an organization. Whereas, the selection is the 
process of finding out the most suitable candidate attracted (i.e. 
recruited). 
5.9 Development and Description of the Research Tools 
Two questionnaires-one for students and other for Defence Services 
personnel were developed and administered between two groups of 
respondents. 
5.91. Questionnaire for Students: This questionnaire meant for student 
respondents had both structured and open-ended questions. It was 
aimed at finding out the degree of involvement of various individuals 
in the choice of their career, their order of preference for various 
professions available in the country, the degree of importance of 
various motivators affecting the choice of careers of respondents and 
the measures required to enchant youth to join the Armed Forces. It 
had total of 19 questions, while the first four questions related to 
motivational aspects of the research problems, the remainder 15 
questions pertained to personal particulars and demographic details. 
The questionnaire had combination of ranking item questions, multiple 
choice and open-ended questions. The questionnaire is enclosed as 
Appendix 'E'. 
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5.92 Questionnaire for Defence Personnel: Like the questionnaire for 
students, this questionnaire too had open-ended, multiple choice and 
ranking item questions. It had a total of 23 questions. While the first 
open-ended question aimed at eliciting views of the respondents on 
reasons of shortfall of Officers manpower strength of the Defence 
Services. The second question enquired about the degree of 
effectiveness (Ranging from Least effective, Somewhat Effective, 
Quite Effective and Most Effective) of various measures employed by 
the Armed Forces to overcome the shortfall of officers. The third 
Question was an open-ended question seeking suggestions from the 
respondents to improve the attractiveness of the Defence Services to 
overcome the shortfall of Officers. The remaining 20 questions 
pertained to personal particulars and demographic details. This 
questionnaire is enclosed at appendix 'F' of this thesis. 
5.93 Pattern of Analysis 
5.931 Questionnaire for Students: Standard pattern of analysis 
Involving use of Mean and Multiplication of Frequencies with 
the Weights assigned to various alternatives had been used 
within Study. For exploring the correlation of demographic 
factors with various issues explored within study, Chi Square 
Test was used. The pattern of analysis used in the study for 
each Question asked is explained below: -
125 
5.9311 The First Question was Aimed at Assessing the 
Degree of Involvement of Various Individuals in 
the Choice of Career of the Student Respondents: A 
four points unipolar Likert Scale having options 
ranging from 'Least Involved' 'Some What Involved', 
'Quite Involved' to 'Highly Involved' was used in the 
study for calculating the scores. The weights of 1,2,3 
and 4 respectively were assigned to various Degrees of 
Involvement. The total score for each individual who 
could influence like each of the - four options 
mentioned above (i.e. Mother, Father, Brother/Sister, 
Teacher, Friends, Relatives, Grand parent) was worked 
out. And scores of all individuals for each respondent 
were summed up to find out the degree of involvement 
of these individuals. Ranking was decided by dividing 
the total score by No. of respondents i.e. 225 to arrive 
at the cumulative total. The total score of each 
individual was divided by the No. of respondents to 
get the average and multiplying the average by 100 to 
get the percentage. 
5.9312 Question No. 2 Related to Ranking of Various 
Services Available in the Country: While the 
profession ranked as No. 1 out of 9 was marked as 9, 
the service ranked as No. 2 was marked as 8 and so on. 
The score for each respondent and each career was 
summed up to arrive at the most preferred choice 
corresponding to highest score. Similarly, second, third 
and least popular service amongst the respondents were 
discerned. Dividing the total score by maximum 
possible score and multiplying the average by 100 to 
get the percentage, the average score of each profession 
and percentage were computed. 
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5.9313 Question No. 3 Pertained to Degree of Importance of 
Various Motivators in the Choice of Career: Factors 
marked as 'Least Important', 'Some What Important', 
'Quite Important' and 'Most Important' were graded as 
1,2, 3, and 4 respectively. The score of each factor was 
totaled for all respondents to find out degree of 
importance of each factor. While the factor scoring 
highest emerges, then, as the most effective motivator 
of the youth. The least scored factor having least score 
emerges as a least important motivator for the 
respondents. The overall average score of each factor 
was calculated by dividing the total score of each 
motivator by the number of respondents. 
5.9314 Question No. 4 Related to Suggested Measures by 
Respondents to Improve the Attractiveness of the 
Defence Services: The various measures were 
tabulated in terms of percentage and frequency and the 
highest frequency measure was interpreted as the most 
desirable and effective measure for attracting youth. 
The percentage of each desirable measure was 
calculated by dividing the frequency by No. of 
respondents and multiplying the quotient by 100. 
5.9315 Question No. 5 - 23 on Personal Particulars and 
Demographic Details: These were interpreted in terms of 
fi-equency and percentage of responses. 
5.932 Questionnaire for Defence Personnel 
5.9321 Question No. 1 Related to Reasons of Shortfall in the Officers' 
Cadre of the Defence Services. 
Responses were interpreted in terms of fi-equency and 
127 
percentages as explained earlier. 
5.9322 Question No. 2 Asked the Respondents to Indicate their 
Opinion Regarding Degree of Effectiveness of the Measures 
Employed by the Armed Forces to Overcome the Shortfall of 
Officers. 
The opinion of the respondents was ascertained on a four-point 
scale ranging from 'Least Effective', 'Somewhat Effective', and 
'Quite Effective' to 'Very Effective' measures. These ranks were 
assigned weights of 1, 2,3 and 4 respectively. The scores of each 
measure for all the respondents were summed up and divided by the 
No. of respondents i.e. 150, to find the overall average degree of 
effectiveness of each measure and percentage was calculated by 
multiplying the average by 100. The degree of effectiveness of 
measures was also shown with the help of a bar graph. 
5.9323 Question No.3 was an Open- Ended Question. It required the 
Respondents to Suggest Measures to Attract the Youth towards 
the Armed Forces. 
The measures suggested were interpreted in terms of frequency and 
percentage. These were presented with the help of a bar graph. 
5.10 Pilot Study: It was conducted on ten class XII students at Central School, 
Patna during March 2002. The study was undertaken to ascertain the 
effectiveness of the questionnaire developed for students. This pilot study 
helped the researcher to assess before hand the problems and concerns that 
might arise later in the full-fledged study. Based on the responses in the pilot 
study, question No. 2 was modified and made more comprehensive. The pilot 
study helped the researcher to assess the feasibility of the study. The analysis 
of the data obtained was done using inferential and descriptive statistics. The 
plan for data collection remained the same as per the pilot study because the 
researcher did not face any problem while conducting the pilot study. 
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5.11 Hindi Translation Version of the Questionnaire for Students 
To facilitate students from rural areas, it was done to take care of 
semantic difficulties that Hindi medium students might encounter. It is 
enclosed at appendix 'G' of this thesis. It was translated from English 
to Hindi and back to English. It was pretested on a representative 
sample and further tested for originality by Back Translation Method 
as prescribed by Green and White (1976). In this method, English 
Original is first translated into a foreign language and then back 
translated into English to check for questionnaire dissimilarity. 
5.12 Reliability of the Tool: The reliability of an instrument is the degree 
of consistency with which an instrument measures the attribute it is 
supposed to measure. Cronbach alpha (Co-efficient alpha) method 
was employed. Co-efficient alpha produce reliability as follows.• 
K r l a i2 
a = — I aF~ 
K-1 ^ 
(X = The estimate reliability. 
K = The total No. of items in the test, 
ai 2 = The variance of each individual. 
a^ = The variance of total test score. 
X = Summation 
The normal range of values is between 0.0 and + 1.00 and high values 
reflect a higher degree of internal consistency. The reliability ranged 
from 0.63 to 0.81 for different items of two questionnaires. 
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5.13 Procedure for Data Collection 
5.131 From Student Respondents: The Heads of Institutions 
selected for data collection were liaised with, well before the date of 
collection. A letter seeking their permission was handed over to the 
concerned institution during such a coordinating visit. The questionnaire was 
administered to the students by the investigator himself The respondents 
were congregated in a classroom and briefed about the purpose of the study. 
Table No. 5.13 
Distribution of Population and Samples Drawn and the Dates on which Study was 
Conducted. 
SNo. Institution 
1. Central School, 
Date of Data 
Collection 
30 Oct 2003 
Population 
60 
Sample 
30 
% of Sample 
Drawn from 
Population 
50% 
4. 
6. 
4. 
UG-52 UG-25 UG- 50% 
PG- 77.60% 
Andrews Ganj, 
New Delhi 
ShaheedHemu 24 April 2002 50 25 50% 
Kalami Sarvodaya 
Vidyalaya, New Delhi 
GGS IP University, 25 April 2002 
New Delhi and other 24 April 2002 PG-45 PG-35 
Institutions. 
Dayal Singh College, 15 Nov 2003 UG-60 UG-50 
University of Delhi 
SD Public School, 18 Nov 2003 30 20 
Pitampura, Delhi-110085 
Shyaml Lai College, Sahadara 22 Nov 2003 PG-50 PG-40 80% 
Armed Forces Officers* - 22pril - 38000 150 0.49% 
30 May 02 
UG-83.30% 
66.60% 
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Notes - * Indian Armed Forces comprise 11 Lakhs Army personnel, 1.1 Lakh 
Air Force personnel and 5,5000 Naval Personnel. Out of a sample of 150 
Armed Forces Officers, 127, 15 and 08 were drawn from Indian Army (lA), 
Indian Air Forces (lAF) and Indian Navy (IN) respectively. This sample was 
selected on pro-rata basis to ensure a representative character. 
The questionnaire was administered to the respondents by the 
investigator himself as per schedule. The students were assured of the 
confidentiality of their responses and the fact that the information would be 
utilized only for research study purpose. There was no time limit for 
completing the questionnaire. Each student took approximately 40-60 
minutes. 
5.132. From Defence Personnel: Armed forces personnel of all the three 
services of varying service bracket and rank structure were 
administered the questionnaire during personal visit to their offices. 
Some interviews were conducted during meeting with these officials 
and the researcher. The filled - in questionnaires were arranged to be 
collected from the respondents. To ensure higher response rate, the 
investigator handed over the questionnaires personally to the 
respondents and thereafter followed up to ensure timely return of the 
filled - in questionnaires. 
5.14 Limitations: The study was confined to 375 respondents - 225 School, 
Undergraduate and Postgraduate students and 150 Defence Services 
Officers of varying seniority, rank structure and diversified socio-
economic background. This limits the generalization of the findings to 
only the study sample. Despite that limitation, the findings are quite 
indicative of the broad trends. 
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5.15 Chi Square Test 
To measure the degree of significance of relationship between the 
ranking of Defence Services by students respondents and their 
demographic features (e.g. Age group, Sex, academic performance etc) 
chi square test was employed. To facilitate this test ranking of 
Defence Services, by student respondents was grouped into 2 and 3 
ranking groups. In case of three ranking groups, 1-3 ranks of Defence 
Services, 4-6 ranks of Defence Services and 7-9 ranks of Defence 
Services were considered. In case of two ranking groups of Defence 
Services 1-4 ranks of Defence Services and 5-9 ranks of Defence 
Services were considered. The frequencies of students grading 
Defence Services into 1-3, 4-6 and 7-9 ranks or 1-4 and 1-5 ranks were 
computed from Table No 6.23. The frequencies acted as observed 
frequencies (OF) for chi square test. Expected Frequencies (EF) was 
extracted from various demographic features of student respondents. 
Tabulating both 'OFs' and 'EFs', chi square value for a variable was 
calculated as follows -
Chi Square value, x^  = I (OF-EF) ^  
EF 
Then, at given degree of freedom {(r-1) (c-1)}, in this case it was 2 or 
1 for various variables and at 5% level of significance, the calculated 
value of chi square was compared with table value. If the calculated 
value of Chi Square was more than the table value of chi square, the 
relationship between the ranking of Defence Services, by the student 
respondents and the concerned demographic variable was considered 
significant. Otherwise, it was considered insignificant and was 
ignored. 
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5.16 Summary 
This chapter presented the research approach and design setting, 
sample and sampling technique, development and description of tool, 
validity and reliability of tool, data collection technique and plan for 
data analysis. The Questionnaire for Students dealt with degree of 
involvement of various Individuals in the choice of career, ranking of 
various services, degree of importance of motivators while choosing a 
career and measures suggested overcoming shortfall of officers. The 
questionnaire for Defence Respondents seeks reasons for deficiency of 
officers. Degree of Effectiveness of various measures implemented to 
overcome shortfall of officers and measures improve in attractiveness 
of Armed Forces as a career option. Both inferential and descriptive 
statistical tools are employed to draw logical conclusion through both 
open-ended and close-ended questions. Chi Square Tests are used to 
establish degree of significance of relationship between ranking of 
Defence Services by Student Respondents and their demographic 
factors. 
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Chapter 6 
S'^^fl**'*»^?'i^*N*^.. Jh 
Results and Discussion 
Introduction 
This chapter deals with analysis of data derived from the two 
questionnaires, administered to Students and Defence Respondents. The 
analysis has been done in three parts. Part 1 deals with analysis of common 
demographic profile data of both Students and Defence Respondents. Part II 
dwells on four questions related to student Respondents. Question No. 1 refers 
to degree of involvement of various individuals in the choice of a career on a 
four-point scale by students. Question No. 2 deals with ranking of nine broad 
categories of professions and also varying sub categories within a broad 
category, available in our country. Question No. 3 underlines the degree 
importance of 13 motivators on a four-point scale. An open-ended question 
No. 4 elicits views of students' youth with regard to their suggested measures 
for improving the attractiveness of the Armed Forces in order to overcome 
shortfall of officers. Part III of Analysis deals with views of Defence Officers 
on reasons for shortfall of officers, degree of effectiveness of fourteen various 
adhoc recruitment measures on a four-point scale and thirdly, the measures 
suggested by them for improving attractiveness of Armed Forces as a career. 
The degree of significance of relationship between ranking of defence services 
by students and their demographic profile has been established through Chi 
Square Test. The data was analyzed in terms of frequency and percentages. 
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6.1 Overall Results 
6.11 Part I- Analysis of Common Demographic Data of both Students 
and Defence Respondents and Degree of Significance of 
Relationship Between Ranking of Defence Services by Student 
Respondents and their Demographic Profile. 
Data with respect to regional nativity, House Location, 
Religion, Caste Composition, School Classification, No. of brothers 
and Sisters, Gender, Age group, Academic Performance, Educational 
Status of parents, Family Income, Parents' occupation. Details of 
Serving/Retired Relatives in the Armed Forces, Details of Branches in 
the Armed Forces of Family Members, Details of Designation of 
Family Members in the Armed Forces and type of Family of both 
Students and Defence Respondents were analyzed, first separately and 
thereafter Combinedly in terms of frequency and percentage. Chi 
square tests to establish degree of significance of relationship between 
of ranking of defence services by student respondents and their 
demographic profile revealed significant relationship for all 
demographic factors. 
6.12 Part II - Degree of Involvement of Individuals in the choice for a 
career, Ranking of various professions, Degree of Importance of 
Motivators and Suggested Measures for Improving Attractiveness 
of Armed Forces (Student Respondents). 
About the Degree of Involvement of Individuals in the Choice 
of Career of Student Respondents, it was found that mother is most 
intimately involved in the choice of career of student respondents. 
Other individuals involved, in the descending order of importance are 
father, friends, relatives, teacher and, sister/ brother. Grandparents 
are least involved in this process. Secondly, with regard to Degree of 
Importance of Motivators for student Respondents 'Opportunity to 
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earn a lot' is the most predominant need, followed by job security, 
security of self and family, prestige in society. Challenging Work, 
power and authority, feeling of togetherness among fellow workers, 
opportunity to serve the nation, job in large metro, recognition and 
rewards, glamour of uniform, job close to home town. Adventurous life 
style enthused respondents the least. Thirdly, ranking of various broad 
- categories and subcategories of professions by student respondents 
revealed that amongst the broad categories, civil services were the most 
coveted career. It was followed by jobs in private sector, self-
employment, independent professionals, teaching, career in 
creative/performing arts. Computer and IT Professionals, Defence 
Services, public sector and others. Fourthly, amongst the important 
suggested measures to improve the attractiveness of Armed Forces for 
evolving effective recruitment policies as perceived by student 
respondents. Compulsory Military Training was the most frequently 
suggested measure. Other measures were improvement in promotional 
prospects, rationalization in pay and allowances, organizing visits of 
the youth to Defence Establishments for greater familiarization, 
effective media campaign, motivating youth through parents and 
teachers about recruitment into Defence Services, liberalizing leave 
policy and granting more freedom about personal life, enhancing 
respect for soldiers in society, conscription and highlighting the 
importance of the Defence Services in national life. 
6.13 Part III - Reasons for Shortfall of Officers, Degree of Effective-
ness of Measures Instituted and Improving Attractiveness of 
Defence Services (Defence Respondents) 
Amongst the reasons cited for shortfall of officers, subjective 
performance appraisal was rated as the most important reason for 
shortfall of Officers. Pyramidal hierarchy and bleak promotion 
prospects, unrealistic pay and allowances, early retirement age, 
professional hazards, separation from families followed it, 
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Officers vis-a-vis civilian counter parts, frequent moves of personnel, 
inadequate growth of children of personnel. Availability of other 
lucrative avenues was the least important reason for shortfall of 
officers. As regards the degree of effectiveness of various measures to 
overcome shortfall of officers, improvement in promotion prospects 
was rated as the most effective measure to overcome the shortfall of 
officers. Other effective measures in decreasing order of their 
effectiveness were inspiring NCC Cadets to join the Defence Services, 
increasing intake of SSCOs , stipend for cadets at pre-commission 
training academies, raising Rashtriya Rifles for counter insurgency 
operations, encouraging recruitment of Lady Officers, increasing 
attachment period of newly commissioned Services officers{e.g. Army 
Service Corps, Ordnance Corps etc) with front- lined foot Infantry, re-
employing retired officers, encouraging JCOs for enhanced 
responsibilities, effective media campaign, filling up vacancies of 
officers through Personnel Below Officers Ranks (PBOR), mobilizing 
Territorial Army for longer duration and diluting selection standards. 
Curtailment of training period was found to be the least effective 
measure. Measures suggested to improve the attractiveness of Armed 
Forces for evolving effective recruitment policies included further 
improvement in promotional avenues. It was most frequently 
suggested measure. It was followed by reservation of seats in 
educational institutions by waiving domicile criteria, lateral entry of 
Defence Officers into Civil Services, introduction of 360 performance 
appraisal for objectivity, an assured full career in government jobs for 
ex-servicemen upto the age of 60 years, constituting a separate pay 
commission and introducing realistic pay scale, cantonments with 
more family accommodation for soldiers, utilizing expertise of retired 
officers by appointing them suitably, introducing questions on Indian 
Defence in competitive examinations and sensitization of civil 
administration towards the problems of soldiers' families staying 
separately. 
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Fig 6.1 Model Showing Career Motivators and Suggested Measures by Indian 
Youth 
(1) 
Degree of 
Involvement of 
Various 
Individuals in 
the Exercise of 
Choice for 
Career (In 
Decreasing 
Order of 
Importance) 
1. Mother. 
2. Father. 
3. Friends. 
4. Relatives. 
5. Teachers. 
6. Sister/Brother 
7. Grandparents. 
8. Others 
(a) Self 
Motivation 
(b) Girl 
Friends 
(c) Celebrities 
(2) 
Ranking of 
Professions by 
Student Respondents 
(In Decreasing Order 
of Importance) 
1. Civil Services 
(a) IAS 
(b) IPS 
(c) IFS 
(d) Allied Services. 
2. Private Sector 
(a)MNC 
(b) Indian company 
3. Self- Employed. 
4. Independent 
Professional 
(a) Doctor 
(b) Engineer 
(c) Financial Expert 
(d) Lawyer 
5. Teaching 
6. Career in 
creative/Performing Arts 
(a) Journalism 
(b) Dance 
(c) Singing 
(d) Music 
(e) Painting 
7. Computer/IT 
professional 
8. Defence Services 
(a) lAF 
(b) IN 
(c)IA 
9. Public Sector 
10. Others 
(a) Consultancy 
(b) Acting 
(3) 
Key Motivators for Students 
Respondents (In Decreasing Order of 
Importance) 
Motivators 
1. Opportunity to earn a lot. 
2. Job Security. 
3. Security of self and Family. 
4. Prestige in society. 
5. Powers and Authority. 
6. Feeling of togetherness among fellow 
workers. 
7. Challenging work 
8. Opportunity to serve the Nation. 
9. Job in large Metro. 
10. Recognition and Rewards. 
11. Glamour of Uniform. 
12. Job close to Hometown. 
13. Adventurous Life Style. 
Sue2csled Measures as Perceived bv Student 
ResDondents to Overcome Shortfall of Defence Ofdcers 
1. Compulsory Military Training. 
2. Improve promotional prospects. 
3. RationalizePay& Allowances. 
4. Organize visits of the youth to Defence 
Installations for greater familiarization. 
5. Effective Media campaign. 
6. Motivate youth through parents and teachers 
about recruitment into Defence Services. 
7. Liberalize leave policy and grant more freedom 
about personal life. 
8. Respect for soldiers and their prestige in society 
be enhanced. 
9. Conscription. 
10. Highlight the importance of the Defence 
Services in national life 
Fig 6.2 Model Showing Implications of Career Motivators of Indian Youth for 
Recruitment Policies of the Armed Forces (As Perceived by Defence Respondents) 
(4) 
Reasons for Shortfall of 
Officers 
1. Subjective PA. 
2. Pyramidal Hierarchy 
and bleak promotion 
Prospects. 
3. Unrealistic pay and 
allowances 
4. Early retirement age. 
5. Professional Hazards. 
6. Separation from 
families. 
7. Authoritarian 
Leadership in the 
Armed Forces. 
8. Declining status of 
officers Vis-a-Vis 
civilian 
Counterparts. 
9. Poor growth of 
children of 
Personnel. 
10. Scandalous Defence 
Deals. 
11. Availability of other 
Lucrative Avenues. 
(5) 
Degree of Effectiveness of 
Measures to Overcome 
Shortfall of 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
Improve promotion 
prospects. 
Motivate NCC cadets to 
join the Defence. 
Increase intake of 
SSCOs. 
Stipend at Pre-
commission Training 
Academies. 
Raising Rashtriya 
Rifles for CI 
operations. 
Encouraging 
Recruitment of lady 
officers. 
Increasing Attachment 
period of newly 
commissioned services 
officers with Infantry. 
Re-employing retired 
officers. 
Encouraging JCOs for 
enhanced 
responsibilities. 
10. Effective Media 
11 
12 
13 
14 
campaign. 
Filling up vacancies of 
officers through PBOR. 
Mobilizing TA for 
longer duration. 
Diluting selection 
standards. 
Curtailing pre-
commission training 
period. 
(6) 
Suggested Measures to Improve Attractiveness t 
Armed Forces for Effective Recruitment Policiei 
Perceived By 
The Defence Respondents. 
1. Further improvement in promotional avenues. 
2. Reservation of seats in Educational 
Institutions by waiving domicile criteria. 
3. Lateral Entry of Defence officers into civil 
services 
4. Introduce 360 Degree performance appraisals 
for objectivity. 
5. A full career in government for ex-
servicemen up to the age of 60 years. 
6. Separate pay commission and realistic pay 
scales. 
7. Cantonments with more family 
accommodation for soldiers. 
8. Expertise of retired officers be utilized by 
appointing them suitably. 
9. Introduction of questions on Indian Defence 
in all competitive Examinations. 
10. Civil Administration be sensitized towards 
problems of soldiers' 
families staying separately. 
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Ranking of Defence Services as a Career by Student Respondents and 
their Demographic Profile 
6.21 Ranking of Defence Services by Student Respondents was grouped 
into three categories and two categories depending on the presentation 
of data in demographic profile, e.g. if the data on regional nativity of 
student respondents is arranged in three categories (Expected 
Frequencies), then ranking of Defence Services can also be grouped 
into three categories (Observed Frequency). The first category 
comprises those students who rank Armed Forces between No. 1 and 
No. 3 profession. The second category consists of those students who 
rank Armed Forces between No. 4 and No. 6 profession and the third 
category comprises those students who grade Defence Services 
between No. 7 and No. 9 profession. Their frequencies are as under: -
Table No. 6.21 Frequency Distribution of Ranking of Defence 
Services into Three Categories by Student Respondents. 
Ser 
No. 
(a) 
1. 
2. 
3. 
Ranking of Defence Services by 
Student Respondents 
(b) 
Between No. 1 to and 3 Profession 
Between No. 4 to and 6 Profession 
Between No. 7 to and 9 Profession 
Total Frequency 'N' 
Frequency out of 225 Student 
Respondents 
(c) 
47 
79 
99 
225 
Source - Table No. 6.23 on Page No. 180. 
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6.22 The ranking of Defence Services can be grouped into two categories (1-
5 and 6 - 9 ) if the data on demographic profile of students appears in 
two groups e.g. if the data on parents' occupation of student 
respondents is presented in two groups as Armed Forces and civil 
services (Observed Frequencies), then ranking of Defence Services by 
student respondents can also be modified accordingly to appear into 
two groups (Expected Frequencies). This is done to facilitate chi 
square test as follows: -
Table 6.22 Frequency Distribution of Ranking of Defence Services 
into Two Categories by Student Respondents. 
SNo. 
(a) 
1. 
2. 
Grouping of Ranldng of Defence 
Services 
(b) 
Between No. 1 and No. 5 Profession 
Between No. 6 and No. 9 Profession 
Total Frequency 'N' 
Frequency of Student 
Respondents 
(c) 
105 
120 
225 
Source - Table No. 6,23 on Page No. 180. 
6.23 Computation of Calculated Value of Chi Square (x^) at 5 % Level 
of Significance and at Required Degree of Freedom (2 if Ranking 
of Defence Services is in three groups and 1 if Ranking of Defence 
Services is in two Groups) 
6.231 Tabulate Ranking of Defence Services as Observed Frequencies 
(OF). 
6.232 Tabulate Various Facts of demographic profile of student respondents 
as Expected Frequencies (EF). 
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6.233 Ensure that Observed Frequencies (OF) and Expected Frequencies 
are tabulated in such a manner so as to make a perfect chi square 
(x^) by Grouping ranking of Defence Services by student 
respondents in 2 or 3 categories in consonance with presentation of 
demographic profile of students in 2 - 3 categories. 
6.234 Compute chi square (x ^ ) from the following formula 
x^ = I [ (OF-RF)' ] 
EF 
6.235 At a certain Degree of Freedom (d.f) and at 5 % level of 
significance, compare the calculated value of x^  with table value of 
x .^ If the computed value of chi square (x )^ is higher than Table 
value of x^  then the Null Hypothesis is rejected. And it shows the 
significance of relationship between the ranking of Defence 
Services by Student respondents and the considered demographic 
feature. Otherwise, if the computed value of chi square (x^) is less 
than calculated value of chi square, then null hypothesis is accepted 
i.e. there is no significance of relationship between ranking of 
Defence Services by student respondents and the concerned 
demographic variable of student respondents. 
Inference: Considering above two Tables No. 6.21 and 6.22 above and Table 
No.6.33 on Page No. 180, it is seen that students do not accord the 
same priority to the Armed Forces as they do for other services. 
They accord lower priority to Defence Services. Hence, hypothesis 
Hoi is rejected. 
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(Part-1) 
Part I - Analysis of Results Based on Demographic Data (Students and 
Defence Respondents) 
6.3 Regional Nativity of Students and Armed Forces Respondents 
6.31 Students: The bulk of the students (9.33%) were from the most 
populous states i.e. UP. There was almost proportionate representation 
from other states as well. 
6.32 Defence Personnel: 12% respondents were from UP followed by AP 
(7.33%), Bihar (7.33%) and others. 
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(Part-1) 
Part I - Analysis of Common Demographic Data of Student and Defence 
Respondents 
Table No. 6.3 
Regional Nativity of Student and Defence Respondents 
SNo. 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
State 
(b) 
Delhi 
UP 
Bihar 
Punjab 
Haryana 
J&K 
Rajasthan 
MP 
Maharashtra 
Kamataka 
Tamil Nadu 
AP 
W Bengal 
Sikkim 
N E States 
Kerala & 
Lakshadeep 
Goa 
Jharkhand 
Uttaranchal 
Chhattisgarh 
Total 
Frequency 
'N' 
Students 
Frequ 
ency 
(f) 
(c) 
12 
21 
14 
08 
10 
06 
11 
17 
19 
15 
14 
18 
15 
04 
18 
06 
04 
03 
04 
06 
225 
%of 
Total 
Sample 
(d) 
5.33 
9.33 
6.22 
3.55 
4.44 
2.66 
4.88 
7.55 
8.44 
6.66 
6.22 
8.0 
6.66 
1.77 
8.0 
2.66 
1.77 
1.33 
1.77 
2.66 
100% 
Defence Personnel 
Freque 
ncy 
(e) 
10 
14 
11 
10 
07 
04 
07 
09 
05 
08 
07 
11 
08 
04 
07 
07 
08 
04 
06 
03 
150 
%of 
Total 
Sample 
(f) 
6.66 
12.0 
7.33 
6.66 
4.66 
2.66 
4.66 
6.0 
3.33 
5.33 
4.66 
7.33 
5.33 
2.66 
4.66 
4.66 
5.33 
2.66 
4.0 
2.0 
100% 
Overall 
Statistics 
Freq 
uen 
cy 
(C) 
+ 
(e) 
(g) 
22 
35 
25 
18 
17 
10 
18 
26 
24 
23 
21 
29 
23 
08 
25 
13 
12 
07 
10 
09 
375 
%of 
(c+e) 
(h) 
5.86 
9.33 
6M 
4.80 
4.53 
2.66 
4.80 
6.93 
6.4 
6.13 
5.60 
1.13 
6.13 
2.13 
6.66 
3.46 
3.20 
1.86 
2.66 
2.40 
100% 
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(Part I) 
6.33 Degree of Significance of Relationship between Ranking of Defence 
Services by Student Respondents and their Regional Nativity. 
6,331 Refer table No. 6.23 on page 180 and table No. 6.3 above. For 
evaluating significance of relationship, students were divided into 
three broad regions as follows: 
Table No. 6.331 Grouping of Regions of India 
S 
No. 
(a) 
1. 
2. 
3. 
Main Regions 
(b) 
Northern India 
(J&K, Punjab, Harayana, HP, UP, Delhi, Rajasthan, 
Uttaranchal, Bihar, Jharkhand) 
Central India 
(Gujarat, Maharashtra, MP, West Bengal, Orissa, 
Sikkim, Chatisgarh and Seven NE States) 
Southern India 
(AP, Kamatka, TN, Goa, Kerla and Lakshadeep) 
Total Frequency N' 
Frequency of 
Student 
Respondents 
(c) 
89 
79 
57 
225 
6.332 Comparing Grouping of Ranking of Defence Services as 
Observed Frequency (OF) and Regional Nativity as 
Expected Frequency (EF), X^  is Calculated as 50.76 (Refer 
Appendix'T' and Table No. 6.332 on Page No. 327) 
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(Part-1) 
6.333 Inference: The table value of X ^  for 2 df at 5% level 
of significance was found 5.991. Hence, computed value 
of X^  was much higher than table value. Hence, null 
hypothesis, Ho2 was rejected. That is to say, Regional 
Nativity of student respondents has significant 
relationship with ranking of Defence Services by them. 
6.4 House Location wise Distribution of Respondents 
Table No. 6.4 
Location Based Distribution of Respondents 
s 
No. 
(a) 
1. 
2. 
3. 
4. 
House 
Location 
(b) 
Metropolitan 
Cities 
Cities 
Towns 
Villages 
Total 
Frequency 
'N' 
Students 
Frequency 
(c) 
94 
65 
28 
38 
225 
%of 
Total 
150 
Students 
(d) 
41.77 
28.88 
12.44 
16.88 
100% 
Defence Personnel 
Frequency 
(e) 
28 
38 
51 
33 
150 
%of 
Total 
150 
DP 
(f) 
18.66 
25.33 
34.0 
22.0 
100% 
Overall Statistics 
Students 
+ D P T 
(g) 
122 
103 
79 
71 
375 
%of 
Student 
s + DP 
(h) 
32.53 
27.46 
21.06 
18.93 
100% 
Abbreviation f = Frequency 
DP = Defence Personnel 
6.41 Students. 41.77%, 28.88%, 12.44% and 16.88% belonged to metres, 
cities, towns and villages respectively. It was also observed that 
students belonging to villages and towns accorded higher preference to 
Defence Services in the choice of their career than students from 
metropolitan cities and cities. 
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(Part-l) 
6.42 Defence Personnel. While 34% and 22% belonged to towns and 
villages respectively, 28.69% and 26.42% had their family roots in 
metropolitan cities and cities respectively. 
6.43 Degree of Significance of Relationship Between Ranking of Defence 
Services by Student Respondents and the Location of their House. 
Table No. 6.43 Grouping of House Location wise Distribution of 
Respondents 
SNo. 
(a) 
1. 
2. 
3. 
House Location 
(b) 
Metros 
Cities and Towns 
Villages 
N 
Frequency of Student 
Respondents T 
(c) 
94 
93 
38 
225 
6.44 Computation of X^ X^  == 123.52 (Refer Appendix 'T' and Table No. 
6.44 on Page No. 327) 
6.45 Inference: The calculated value of x^ie 123.52 was higher than table 
value of x^  for 2 df at 5% level of significance i.e. 5.991. Hence null 
hypothesis, Ho2 was rejected. It could be concluded that there was a 
significant relationship between ranking of Defence Services and 
location of their houses. Since bulk of the student optees for Armed 
Forces are from towns and villages, the media campaign for promoting 
recruitment should target youth from such areas rather than urban 
youth. 
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6.5 Religion Wise Distribution of Respondents 
6.51 Students: 48.88%, 3.11%, 14.22 % and 33.77% of respondents 
belonged to Hinduism, Christianity, Sikhism and Islam respectively. 
Bulk of the students who accorded higher priority to the Armed Forces 
as a career option were from Hinduism and Sikhism religion. 
6.52 Defence Personnel: 41.33%, 18%, 26% and 14% belonged to 
Hinduism, Christianity, Sikhism and Islam respectively. 
Table No. 6.5 
Religion-Based Distribution of Respondents 
s 
No, 
(a) 
1. 
2. 
3. 
4. 
Religion 
(b) 
Hinduism 
Christianity 
Sikhism 
Islam 
Students 
Frequency 
(c) 
110 
07 
32 
76 
%of 
Total 
225 
Students 
(d) 
48.88 
3.11 
14.22 
33.77 
Defence Personnel 
Frequency 
(e) 
62 
27 
40 
21 
%of 
Total 
150 DP 
(f) 
41.33 
18.0 
26.66 
14.0 
Overal 
Students 
+ DPT 
(g) 
172 
34 
72 
97 
Statistics 
%of 
(Students 
+ DP) 
(h) 
45.86 
9.06 
19.20 
25.86 
6.53 Significance of Relationship Between Ranking of Defence Services 
by Student Respondents and their Religion. 
6.531 Refer Table No.6.23 on Page No. 180 and Table No. 6.5 as given 
above. 
SNo. 
(a) 
1. 
2. 
3. 
Religion 
(b) 
Hinduism incl Sikhism 
Christianity 
Islam 
N 
Frequency of Student 
Respondents T 
(c) 
142 
07 
76 
225 
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Table No. 6.532 Computation of x^ x2= 811.08 (Refer Appendix 
'T' and Table No. 6.532 on Page No. 328). 
6.533 Inference: The calculated value of x^  i.e. 811.08 is much higher 
than table value for 2 d.f at 5% level of significance i.e. 5.991. 
Hence, there is significant relationship between ranking of Defence 
Services and religion of student respondents. Null hypothesis, Ho2, 
is therefore rejected. Pure Caste/Region regiments in Indian Army 
i.e.. Sikh Regiment, Jat Regiment, Punjab Regiment etc have been 
a source of motivation for soldiers. In view of their distinct 
identity, caste and region have been a battle - winning factor. 
However, Secular nature of officers Corps in Defence Services has 
been a great binding force for the men. Our recruitment policy for 
Personnel Below Officer Rank (PBOR) must continue to attract 
youth from erstwhile martial races from Punjab, Rajasthan, UP 
and Bihar. 
6.6 Caste Composition Based Distribution of Respondents 
Table No. 6.6 
Caste Composition Based Distribution of Respondents. 
Ser 
No. 
(a) 
1. 
2. 
3. 
4. 
House 
Location 
(b) 
SC 
ST 
OBC 
General 
Total 
Frequency 
'N' 
Students 
T 
(c) 
26 
42 
16 
141 
225 
% 
(d) 
11.55 
18.66 
7.11 
62.66 
100% 
Defence 
Personnel 
T 
(e) 
01 
11 
04 
134 
150 
% 
(f) 
0.66 
7.33 
2.66 
89.33 
100% 
Overall Statistics 
Students + 
D P T 
(g) 
L27 
53 
20 
275 
375 
%of 
Students 
+ DP 
(h) 
7.2 
14.13 
5.33 
73.33 
100% 
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6.61 Students: 11.55%, 18.66%, 7.11% and 62.66% belonged to SC, 
ST, OBC and general Category respectively. It was observed that 
percentage of students from SC/ST/OBC category who accorded higher 
priority to Defence Seirvices, as their career option was less than 
students from general category. As there is no reservation of seats for 
SC, ST and OBC category in the Defence Services, they might be 
looking for avenues of employment providing them preferential 
treatment. 
6.62 Defence Personnel: Only 0.66%, 7.33% and 2.66% belong to SC, ST 
and OBC category respectively while the rest belonged to the general 
category. 
6.63 Degree of Significance of Relationships Between Ranking of 
Defence Services by Students Respondents and their Caste 
Composition. 
Table No. 6.63 Grouping of Castes 
SNo. 
(a) 
1. 
2. 
3. 
Category 
(b) 
SCs and STs 
OBCs 
General 
N 
Frequency 
(c) 
68 
16 
141 
225 
6.64 Computation of x^ X^  = 267.05 (Refer Appendix'T' and Table 
6.64 on Page No. 328). 
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6.65 Inference: The calculated value x i.e.267.05 is much higher than 
table value of x^  for 2 d.f at 5% level of significance. Hence, 
there is significant relationship between ranking of defence services by 
student respondents and their SCs, STs, OBCs and General category 
affiliations. Therefore, null hypothesis, Ho2 is rejected. In order to 
ensure intake of high quality youth in the Armed Forces, secular 
policies of recruitment must continue. The Defence Services can ill -
afford to dilute their standards by providing for reservations especially 
in their officers' cadre. 
6.7 Classification as per Type of School of Respondents 
6.71 Students: 33.77%, 31.55%, 25.33% and 9.33% belonged to 
private schools, central school, state government schools and other 
schools respectively. It was revealed that bulk of the optees for 
Defence Services who accorded higher priority to Defence Services as 
their career choice were from Central School and ^tate Government 
School. Students from private schools had a preference for jobs in 
MNC, independent professions etc. 
6.72 Defence Personnel: 20%, 14%, 43.33% and 22.66% belonged to 
private schools. Central School, State Government School and other 
Schools respectively. 
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Table No. 6.7 
Classification as per Type of Schools 
(Part-1) 
Ser 
No. 
(a) 
1. 
2. 
3. 
4. 
Types of School 
(b) 
Private School 
(e.g. Public 
School) 
Central School 
State Govt School 
Others (e.g. Sainik 
School etc) 
Total Frequency 
'N' 
Students 
' f 
(c) 
76 
71 
57 
21 
225 
% 
(d) 
33.77 
31.55 
25.33 
9.33 
100% 
Defence 
Personnel 
T 
(e) 
30 
21 
65 
34 
150 
% 
(0 
20.0 
14.0 
43.33 
22.66 
100% 
Overall Statistics 
T 
(c+e) 
(g) 
106 
92 
122 
55 
375 
%of 
(c+e) 
(h) 
28.26 
24.53 
32.53 
14.66 
100% 
6.73 Degree of Significance of Relationship Between Ranking of Defence 
Services by Student Respondents and Their Types of School Wise 
Classification (Refer Table No. 6.23 on page No. 180 and 6.7 as 
given above) 
Type of School wise Classification of Student Respondents 
Table No. 6.73 
SNo. 
(a) 
1. 
2. 
3. 
Type of School 
(b) 
Private School 
Govt School including State and 
Central Govt Schools 
Others 
N 
r 
(c) 
76 
128 
21 
225 
6.74 Computation of x^ - X^  =319.52 (Refer Appendix'T'and Table 
No. 6.74 on Page No. 329). 
152 
(Part-1) 
6.75 Inference: The calculated value of x^  is much higher than table 
value of x^  for 2 d.f at 5% level of significance. There is significant 
relationship between ranking of Defence Services by student 
respondents and their type of school attended by them. Hence, null 
hypothesis Ho2 was rejected. Media campaign for the Armed Forces 
should be targeted at youngsters studying at Central School and State 
Govt School. This will help attract youth towards Defence Services in a 
greater number for favourable recruitment ratio and wider choice in the 
selection process. 
6.8 No. of Brothers of Respondents - Wise Distribution 
6.81 Students: 41.33%, 56%, 2.66% had none, one and two brothers 
respectively. It was revealed that students who had one or more 
brothers in the family tend to accord higher priority to the Armed 
Forces as their career option than those student respondents who had 
no other male siblings in the family. 
6.82 Defence Personnel: 8.60%, 74.60%, 10% and 6.66% had none, one, 
two, three or more brothers respectively. It was found that bulk of 
respondents had two brothers. 
Table No. 6.8 
No. of Brothers of Respondents Based Distribution 
Ser 
No. 
(a) 
1. 
2. 
3. 
4. 
No. of Brothers 
(b) 
Nil 
1 
2 
3 or More 
Total Frequency 
'N' 
Students 
'f 
(c) 
93 
126 
06 
Nil 
225 
% 
(d) 
41.33 
56.0 
2.66 
0 
100% 
Defence 
Personnel 
'f 
(e) 
13 
112 
15 
10 
150 
% 
(f) 
8.66 
74.66 
10.00 
6.66 
100% 
Overall Statistics 
T (c+e) 
(g) 
106 
238 
21 
10 
375 
% (c+e) 
(h) 
28.26 
63.46 
5.60 
2.66 
100% 
6.83 Relationship Between Ranking of Defence Services by Student 
Respondents and Number of other Male Siblings in the Family. 
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6.831 Grouping of No. of Brothers. Refer Table 6.8 as given above. 
Table No. 6.831 Grouping of No. of Brothers of 
Student Respondents 
Ser 
No. 
(a) 
1. 
2. 
3. 
No. of Brothers 
(b) 
Nil 
1 
2 or More 
N 
T 
(c) 
93 
126 
06 
225 
6.832 Computation of X : X = 1481.78 (Refer Appendix 'T' and 
Table No. 6.832 on Page No. 329). 
6.833 Inference: The computed value of x^  being higher than 
table value shows significant relationship between Ranking of 
Defence Services by student respondents and their number of 
brothers. Hence, null hypothesis, Ho 3, is rejected. Emergence of 
single child norm has become a great deterrent to such families to 
permit their only son/daughter to venture into the Armed Forces. 
Families with two or more children in towns/villages provide better 
target for media campaigners to attract youth towards Armed 
Forces. 
6.9 No. of Sisters - wise Distribution of Respondents 
6.91 Students: 52%, 32%, 10.22% and 5.77% had none, one, two, three or 
more sisters respectively. It was seen that those respondents who had one 
or more sisters in the family accorded higher priority to the Armed Forces 
as a career than the respondents who had none. 
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6.92 Defence Personnel: 6%, 58%, 20.66% and 15.33% had none, one, 
two, three or more sisters respectively. 
Table No. 6.9 
Distribution Based on No. of Sisters 
Ser 
No. 
(a) 
1. 
2. 
3. 
4. 
No. of Sisters 
(b) 
Nil 
1 
2 
3 or More 
Total 
Frequency 
'N' 
Students 
T 
(c) 
117 
72 
23 
13 
225 
% 
(d) 
52.0 
32.0 
10.22 
5.77 
100% 
Defence 
Personnel 
T 
(e) 
09 
87 
31 
23 
150 
% 
(f) 
6.0 
58.0 
20.66 
15.33 
100% 
Overall 
Statistics 
T 
(c+e) 
(g) 
126 
159 
54 
36 
375 
% 
(c+e) 
(h) 
33.60 
42.40 
14.40 
9.60 
100% 
6.93 Relationship Between Ranking ofDefence Services by Student 
Respondents and No. of their Sisters. Refer Tables 6.9 above. 
6.931 Grouping of Data Based on No. of Sisters. 
Table No. 6.932 
No. of Sisters of Student Respondents 
Ser 
No. 
(a) 
1. 
2. 
3. 
No. of Sisters 
(b) 
Nil 
1 
2 or More 
N 
T 
(c) 
117 
72 
36 
225 
6.933 Computation of x^ X ^ = 152.81 (Refer Appendix 'T' and Table 
No. 6.933 on Page No. 330). 
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6.932 Inference: The calculated value of x^  i.e. 152.81 being higher than 
table value of x^  for 2 d.f at 5% level of significance i.e. 5.991, 
there is significant relationship between ranking of Defence 
Services by student respondents and their No of sisters. Hence, null 
hypothesis. Ho 3 is rejected. 
6.10 Gender-wise Distribution of Respondents 
6.101 Students: 64% were males and 36 % females. It was noticed that 
males accord higher priority to Defence Services as their 
career choice than female students. 
6.102 Defence Personnel. 85.33% males and 14.66% females. 
Table 6.10 Gender wise Distribution of Respondents 
Ser 
No. 
(a) 
1. 
2. 
Gender 
(b) 
Males 
Females 
Total 
Students 
'f 
(c) 
144 
81 
225 
% 
(d) 
64.0 
36.0 
100% 
Defence 
Personnel 
' f 
(e) 
128 
22 
150 
% 
(0 
85.33 
14.66 
100% 
Overall 
Statistics 
' f 
(g) 
272 
76 
375 
% 
(h) 
72.53 
27.46 
100% 
6.103 Degree of Significance of Relationship between Ranking of 
Defence Services by Student Respondents and their Gender. 
6.1031 Based on Table 6.10 as given above and Table 6.23 on Page 
No. 180. 
6.1032 Grouping of Ranking of Defence Services in two groups 
Table 6.1032 Grouping of Ranking of Defence Services 
SNo. 
(a) 
1. 
2. 
Grouping of Ranking of Defence 
Services 
(b) 
Between Nol and No5 Profession 
Between No6 and No9 Profession 
N 
T 
(c) 
96 
129 
225 
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6.1033 Computation of x^ X^  = 58.70 (Refer Appendix 'T' and 
Table No. 6.1033 on Page No. 330). 
6.1034 Inference: The Calculated value of x^  being higher than table at 
1 d.f and 5% level of significance, there is significant 
relationship between ranking of Defence Services and their 
Genders. Hence, null hypothesis. Ho 3 is rejected. Armed 
Forces was exclusive preserve of the men in the Indian Society 
except Armed Forces Medical and Nursing Services. Now it 
has opened doors to the females also in supporting Arms and 
Services of Army, Navy and lAF since 1992. Our recruitment 
policies in the Armed Forces need to be made more amenable 
for entry of female students into suitable appointments of 
various Arms and Services like US Defence Services or any 
other developed Army. 
6.11 Age Group-Wise Distribution of Respondents 
6.111 Students: 62.22% of student respondents were in the age group of 
15 - 20 years and the balance 37.77% in the age bracket 21 -25 
years. Students in the younger age group had accorded higher 
preference for career in the Defence Services. 
6.112 Defence Personnel; Bulk of them i.e. 26% belonged to the 
age group of 21-25 years, 14% to 26-30 years, 27 % to 31-35 and 
1.33 % to 61 years and above. 
157 
(Part I) 
Table No. 6.11 
s 
No. 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Age Group-Wise Distribution 
Age 
Group 
(b) 
15-20 
21-25 
26-30 
31-35 
36-40 
41-45 
46-50 
51-55 
56-60 
61 & 
Above 
Students 
' f 
(c) 
140 
85 
Nil 
Nil 
Nil 
Nil 
Nil 
Nil 
Nil 
Nil 
% 
(d) 
62.22 
37.77 
0 
0 
0 
0 
0 
0 
0 
0 
of Respondents 
Defence Personnel 
' f 
(e) 
Nil 
26 
14 
27 
39 
18 
10 
11 
03 
02 
% 
(0 
0 
17.33 
7.33 
18.0 
26.0 
12.0 
6.66 
7.33 
2.0 
1.33 
Overall Statistics 
' f 
(g) 
140 
111 
14 
27 
39 
18 
10 
11 
03 
02 
% 
(h) 
37.33 
29.60 
3.73 
7.20 
10.40 
4.80 
2.66 
2.93 
0.80 
0.53 
Note: -For Calculating % of students securing I, II & III division in X, 
XII, UG and PG class, (a) it may be noted that 225 students have 
passed class X, 150 students class XII, 75 students have passed 
graduation. PG students are yet to clear their PG examination. 
6.113 Degree of Significance of Relationship Between Ranking of 
Defence Services by Student Respondents and tlieir Age Group 
6.1131: Refer Table 6.23 on Page 180. 
6.1132: Frequency Distribution of Age - Group of Student 
Respondents 
Table No. 6.1132 
Frequency Distribution of Students 
SNo. 
(a) 
1. 
2. 
ii-». r-^^r., 
Age Group 
(b) 
15-20 
21-25 
N 
. ^ o ^ i n n « f v 2 • Y ^ - - ) - * 1 
T 
(c) 
140 
85 
225 
(\ n?pfpr Annpn fllY ' 
No. 6.1133 on page No. 331). 158 
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6. 1134: Inference: The calculated value of x^  being higher than table 
value, there is significant relationship between ranking of 
Defence Services and their age group. Hence, null hypothesis 
Ho 3 is rejected. Younger students at school stage and during 
early college life accorded higher preference to a career in the 
Defence Services and to factors like adventurous life style, 
feeling of togetherness among fellow workers and glamour of 
uniform. It may be inferred that to develop highly motivated 
soldiers in the Defence Services, maximum younger age group 
students at XII level should be encouraged for recruitment. 
'Catch them ^'oung' should be the nucleus of our recruitment 
policies in the Armed Forces. 
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Chapter 6 Results and Discussion 
(Part-1) 
6.123 Relationship Between Ranking of Defence Services by Student 
Respondents and their Academic Performance. 
6.1231 Ref Table 6.902. 
6.1232 Computation of x :^ X^  = 69.17 (Refer Appendix 'T' and 
Table No 6.1232 on page No.331) 
6.1233 Inference: The calculated value of x being higher than table 
value, the relationship is significant. Hence, null hypothesis, 
Ho 3 is rejected. The youth with brilliant academic records had 
preference for careers other than the Defence Services. 
Mediocre youth with second division and below have greater 
inclination to accord higher priority to Defence Services in 
their career choice. Average academic performance of defence 
personnel testifies this fact. Possibly, academically average 
youth with a balanced personality constitute a larger 
percentage of officers' cadre in the Armed Forces. 
6.13 Educational Status of Parents of Respondents. 
6.131 Students: 26.44% Parents were matriculates or less, 51.77% 
graduates and 24% PG. It was seen that the students with parents 
having lower academic qualifications accord higher priority to the 
Defence Services as career option than those students with graduate 
or PG parents. 
6.132 Defence Personnel: 51.66% Parents were Graduates, 33.16% 
Matriculates or less and 15.16 % PG or higher. 
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Chapter 6 Results and Discussion 
(Part-1) 
6.142 Defence Personnel: Bulk of the respondents i.e. 54% were in the 
income group of 10,001 /- 20,000/-. 
Table No. 6.14 
Family's Income of Respondents 
Ser 
No. 
(a) 
1. 
2. 
3. 
4. 
Income Group 
(In Rupees) 
(b) 
Up to 5000 
5001-10,000 
10,001-20,000 
20,001 & 
Above 
Total 
Students' 
Parents 
' f 
(c) 
30 
88 
87 
20 
225 
% 
(d) 
13.33 
39.11 
38.66 
8.88 
100% 
Defence 
Personnel 
T 
(e) 
Nil 
Nil 
81 
69 
150 
% 
if) 
0 
0 
54.0 
46.0 
100% 
Overall 
Statistics 
'f 
(g) 
30 
88 
168 
89 
375 
% 
(h) 
8.0 
23.46 
44.80 
23.73 
100% 
6.143 Relationship between Ranking of Defence Services by Students 
Respondents and Family's Income of Respondents. 
6.1431 :Refer table No.6.14. 
6.1432 :For the purpose of analysis, the income group of respondents' 
families was grouped into three categories: 
6.14321: UptoRs 10,000/-
6.14322: Rs 10,001 -Rs 20,000/-
6.14333: Rs 20,001 & above 
118 
87 
20 
Total 225 
6.1433: Compute x^  : X^  = 355.50 (Refer Appendix 'T' and Table 
No. 6.1433 on Page No. 333) 
6.1434: Inference: The Calculated value of x^ being higher than table 
value, the relationship is significant. Hence null hypothesis, 
Ho4 is rejected. Media campaign in the Armed Forces should 
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target students belonging to lower income group. Such 
candidates, it is observed, accord iiigher priority to Armed 
Forces as a career option. 
6.15 Parents Occupation of Defence Respondents Refer Tables 6.15 and 
6.16. 
6.151 General: Both students and Defence respondents had their fathers 
in varied occupations ranging from teaching. Civil Services, 
Defence Services to subordinate Services of Group C and D. While 
48.66% mothers of defence respondents were housewives, student 
respondents had only 34.66% mothers as house wives. 
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Chapter 6 Results and Discussion 
(Part-1) 
6.152 Relationship between Ranking of Defence Services by Student 
Respondents and their Father's Occupation 
6.1521 Refer Table 6.15 
6.1522 Categorize available 23 professions in two groups - Defence 
Services and Civil Services to facilitate formation of Chi-
Square. 
6.1523 Computation of Chi-Square: X^  = 425.16 (Refer Appendix 
'T' and Table No. 6.1523 on Page No.333) 
6.1524 Inference: The relationship is Significant. Hence, null 
hypothesis Ho 4 is rejected. 
6.16 Relationship Between Ranking of Defence Services by Student 
Respondents and their Mothers' Occupation. 
6.161 ReferTable No. 6.9053. 
6.162 For ease of making chi-square, group various professions of Mothers 
into two categories - housewife and other vocations. 
167 
4> 
a 
o 
a 
0) 
u 
a 
Q 
-a 
a 
en 
o 
• l i 
3 ^ 
e 
C3 
3 
U 
Cr5 
ai 
a 
a 
9 
U 
u 
o 
"u 
a 
Vi 
I- V> 
o ** 
"3 
a 
a 
o 
a 
0) 
a 
u 
s 
CM 
0^ 
c. 
^ o^  
Si 
U 
^ 
a 
o 
> 
53 o 
•3 
S 
£~ 
3 
S 
IT 
't? 
S; 
^ 
O 
O 
00 
rn 
r<-) 
o 
to 
o 
<n 
vq 
00 
oo 
vq 
o 
00 
u 
3 
O 
<s 
oo 
o 
o 
0\ 
00 
o 
^ 
^ 
o 
O 
+^ 
o 
o 
Q 
m 
rn 
m 
VO 
VO 
ON 
o 
VO 
vq 
O 
VO 
O 
u 
li 
3 
^ 
O 
p 
0\ 
OS 
m 
o 
00 
00 
d 
o 
u 
r 
>r> 
o 
vq 
VO 
o 
o 
o 
en 
o 
en 
rn 
o 
c 
n 
VO 
o 
vq 
VO 
o 
VO 
vq 
d 
m 
o 
o 
<N 
O 
VO 
o 
3 
r-
o 
00 
d 
O 
VO 
VO 
d 
o 
o 
00 
00 
d 
VO 
o 
o 
c 
Q 
00 
o 
o 
p 
o 
en 
o 
VO 
vq 
00 
VO 
VO 
O 
60 
.£ 
c 
ON 
0 
0 
m 
VO 
VO 
-
0 
00 
00 
-
E 
•3 
E 
3 
0 
>—> 
d 
VO 
«q 
p 
ON 
00 
IT) 
VO 
u 
u 
'-' 3 
S 0 
5 0 
F-H 
00 
0 
p 
m 
m 
0 
(N 
0 
0 
0 
0 
a 
on 
> 
cs 
0 
ON 
0 
P 
m 
0 
VO 
vq 
VO 
0 
VO 
0 
0 
-4-* 
u 
0 
3 
cu 
en 
0 
ON 
0 
CO 
t ^ 
r*-) 
0 
en 
en 
en 
(N 
0 
0 
z 
• * 
0 
Ov 
0 
en 
en 
en 
IT) 
0 
0 
U 
C 
'eb 
c 
W 
vri 
NO 
VO 
en 
en 
iri 
0 
00 
0 
in 
00 
0 
t/5 
u 
•4—> 0 
VO 
0 
0 
en 
0 
0 
0 
in 
0 
0 
in 
0 
H 
o 
c 
u 
3 
u 
u 
i| 
tZ U 
B 
f II II 
u 
.0 
.a , c-
VO 
a. 
Chapter 6 Results and Discussion 
(Part I) 
6.163 Computation of x^ X^  = 2.15 (Refer Appendix 'T' and Table 
No. 6.163 on Page No. 334) 
6.164 Inference: The Computed value of x^  is 14.29, which is more than 
table value of x^  at 1 d.f and 5% level of significance. Hence, there 
is significant relationship between ranking of Defence Services by 
student respondents and their mother's occupation. Hence, null 
hypothesis Ho 4 is rejected. 
6.17 Details of Serving/Retired Relatives of Respondents in the Armed 
Forces 
Refer Table 6.17 
6.171 General: Only 30.67% of student respondents had relatives in the 
Defence Services. Defence respondents had 70.67% of their 
relatives in the Armed Forces. It is seen that student respondents 
who had relatives in the Armed Forces accorded higher preference 
to the Armed Forces as their career choice, possibly due to higher 
level of awareness about the Defence Services. 
Table No. 6.17 
Details of Serving/Retired Relatives of Respondents in the Armed Forces 
SNo 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
Family Members 
(b) 
Father 
Mother 
Sister 
Brother 
Others (e.g. Uncle) 
Respondents without 
relatives in the 
Armed Forces 
Total 
Students 
T 
(c) 
18 
11 
04 
14 
22 
156 
225 
% 
(d) 
8.0 
4.88 
1.77 
6.22 
9.77 
69.33 
100 
Defence 
Personnel 
'f 
(e) 
31 
13 
08 
38 
16 
44 
150 
% 
(f) 
20.66 
8.66 
5.33 
25.33 
10.66 
29.33 
100% 
Overall 
Statistics 
T 
(g) 
49 
24 
12 
52 
38 
200 
375 
% 
(h) 
13.06 
6.40 
3.20 
13.86 
10.13 
53.33 
100 
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6.712 Relationship Between Serving/Retired Relatives of Student 
Respondents and the Ranking of Defence Services 
6.1721 Refer Table No. 6.17 
6.1722 Classify family members of student respondents into three 
groups - parents (father & mother), siblings (sister and brother) 
and others, and students without relatives in the Defence 
Services. 
6.1722 Computation of X^ : X^  = 70.01 (Refer Appendix 'T' and 
Table No. 6.1723 on page No. 334) 
6.1724 Inference: The calculated value of x^  being higher than table 
value, the relationship is significant. Hence, null hypothesis, 
Ho5 is rejected. It is seen that student respondents who had 
relatives in the Armed Forces accorded higher preference to the 
Armed Forces as their career choice, possibly due to higher 
level of awareness about the Defence Services. 
6.18 Details of Branches in the Armed Forces of Family Members of 
Respondents. Refer Table 6.907 
Table No. 6.18 
Details of Branches in the Armed Forces of Family 
Members of Respondents 
s 
No. 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
Branches 
(b) 
Indian Army 
Indian Navy 
Indian Air Force 
Paramilitary Force 
CPOs 
Defence Civilians 
Total 
Students 
'f 
(c) 
24 
20 
11 
05 
03 
08 
71 
% 
(d) 
33.80 
28.16 
15.49 
7.04 
4.22 
11.26 
100 
Defence 
Personnel 
' f 
(e) 
47 
29 
11 
13 
03 
03 
106 
% 
(^ 
44.33 
27.35 
10.37 
12.26 
2.83 
2.83 
100% 
Overall 
Statistics 
'f 
(g) 
71 
49 
22 
18 
06 
11 
177 
% 
(h) 
40.11 
27.68 
12.42 
10.16 
3.38 
6.21 
100 
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6.181 General: Bulk of the respondents had their family members in 
Indian Army followed by Indian Navy, Air Force, Defence Civilian 
establishments, Paramilitary Forces and Central Police 
Organization. 
6.182 Degree of Significance of Relationship between Ranking of 
Defence Services by Student Respondents and Branches of their 
Relatives in the Armed Forces. 
6.1821 Refer Table No. 6.18 
6.1822 The branches of Armed Forces can be grouped into three 
broad categories- No. I category comprising Army, Navy and 
Air Force, No. 2 category comprising Paramilitary Forces 
including CPOs and No. 3 category consisting of Defence 
Civilian. 
6.1823 Computing of x^ X^  = 1257.64 (Refer Appendix 'T' and 
Table No. 6.1823 on Page No. 335) 
6.1824 Inference: The value of x being higher than table value the 
relationship between the two variables is very significant. 
Hence, null hypothesis, Ho5 is rejected. 
6.19 Details of Designation of Family Members in the Armed Forces of 
Respondents. 
6.191 General: 61.97% of student respondents had their relatives below 
officer rank, whereas Defence respondents had 29.24% of their 
relatives below officer rank. 
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Table No. 6.19 
Details of Designation of Family Members in the 
Armed Forces of the Respondents 
(Part -I) 
s 
No. 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
Designation of Relatives 
(b) 
Personnel below Officer 
Ranks (PBOR) in the Armed 
Forces. 
Commissioned Rank upto 
Colonel/ 
Equivalent 
Commissioned Rank 
Brigadier/ 
Equivalent and Above 
Subordinate Ranks in Para 
military/CPOs 
Officers of PMF/CPOs 
Group A/B Defence Civilians 
Group C/D Defence Civilians 
Total 
Students 
' f 
(c) 
44 
06 
04 
08 
02 
03 
04 
71 
% 
(d) 
61.97 
8.45 
5.63 
11.26 
2.81 
4.22 
5.63 
100% 
Defence 
Personnel 
'f 
(e) 
31 
53 
03 
07 
09 
02 
01 
106 
% 
(f) 
29.24 
50.0 
2.83 
6.60 
8.49 
1.88 
0,94 
100% 
Overall 
Statistics 
'f 
(g) 
75 
59 
07 
15 
11 
05 
05 
177 
% 
(h) 
42.37 
33.33 
3.95 
8.47 
6.21 
2.82 
2.82 
100 
6.192 Relationship Between the Ranking of Defence Services by 
Student Respondents and Designation of Their Family 
Members in the Armed Forces. 
6.1921: Refer Table No.6.19 
6.1922: Group ranking of Defence Services into two types - between 
1 and 5 ranks and 6 and 9 ranks. Similarly, categorize 
designation into two- officers and Personnel Below Officer 
Rank (PBOR). 
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Table 6.1922 Computation of Chi Square X^  = 613.14 (Refer 
Appendix 'T' and Table No. 6.1922 on Page No. 335) 
6.1923 Inference: The calculated value of x^  being higher than table 
value, the relationship is significant. Hence, null hypothesis, 
Ho5 is rejected. It is seen that those students who had accorded 
higher priority to Defence Services in the choice of their career 
preference, had their relatives serving below officer rank in the 
Defence Services. On the other hand, those student 
respondents, who had relatives in the officer rank, accorded a 
lower priority to Defence Services in the choice of their career. 
Thus, the media campaign should be targeted at the children of 
Personnel Below Officer Rank (PBOR). 
6.20 Details of Type of Family of Respondents 
6.201 General: 80.88% of the students had nuclear families and the 
balance 19.11% had joint families. It is observed that student 
respondents from joint families accord higher priority to Defence 
Services in the choice for a career than students from nuclear 
families. 
Table No.6.20 
Details of Types of Families of Respondents 
s 
No 
(a) 
1. 
2. 
3. 
Type of Family 
(b) 
Nuclear 
Joint 
Others 
Total 
Students 
T 
(c) 
182 
43 
Nil 
225 
% 
(d) 
88 
11 
Nil 
100% 
Defence 
Personnel 
'f 
(e) 
113 
37 
Nil 
150 
% 
(f) 
75.33 
24.66 
Nil 
100% 
Overall 
Statistics 
'f 
(g) 
295 
80 
Nil 
375 
% 
(h) 
78.66 
21.33 
Nil 
100% 
6.202 Degree of Significance of Relationship Between the Ranking 
of Defence Services by Student Respondents and Type of their 
Families. 173 
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6.2021: Refer Table No. 6.20 
6.2022: Computation of x^ : X^ = 170.45(Refer Appendix 'T' and 
Table No. 6.2022 on Page No. 336) 
6.2023: Inference: The calculated value of x^  being higher than the 
table value, the relationship is significant. Hence null 
hypothesis Ho 5 is rejected. 
6.21 Summary of Results of Chi Square Tests 
6.211 The relationship between the ranking of Defence Services by the 
student respondents and following demographic variables is 
significant -
• State wise Nativity of Students 
• Religion 
• SCs, STs, OBCs and General Category 
• Type of school 
• No. of Brothers 
• No. of Sisters 
• Gender 
• Age Group 
• Academic Performance 
• Educational Status of Parents 
• Family's Income 
• Father's Occupation 
• Mother's Occupation 
• Serving/Retired Relatives in The Armed Forces 
• Branches in the Armed Forces of Relatives 
• Designation of Family Members in the Armed Forces 
• Type of Family 
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6.213 The degree of relationship between rankings of Defence Services 
by the student respondents and their various demographic variables 
varies. The strength of relationship of various demographic 
variables was measured by their calculated values of chi square. 
Higher value indicated higher degree of relationship. Various 
demographic variables have been ranked on the basis of their chi 
square values and hypotheses accepted or rejected as shown 
below: -
SNo 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
Variable 
No. of Brothers 
Religion 
Wings of Armed Forces 
Type of school 
Designation of Family Members 
Family Income 
Fathers Occupation 
Educational Status of Parents 
(a) Father 
(b) Mother 
SCs, STs, OBCs and General Category 
Type of Family 
House Location 
Academic Performance 
Regional Nativity 
No. of sisters 
Serving/Retired Relatives 
Gender 
Age Group 
Mother's Occupation 
Chi square 
value@ 
1481.78 
811.08 
1257.64 
319.52 
613.14 
355.50 
425.16 
16.055 
279.73 
267.05 
170.45 
123.52 
69.17 
50.76 
152.81 
70.01 
58.70 
23.16 
14.29 
Rank 
1 
3 
2 
7 
4 
6 
5 
18 
8 
9 
10 
12 
14 
16 
11 
13 
15 
17 
19 
Hypothesis 
Accepted or 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
Rejected 
@ At 5% Level of significance and 1 or 2 Degree of Freedom. 
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6.22 Involvement of Various Individuals in the Choice of 
Career of Student Respondents. 
Table No, 6.22 
Degree of Involvement of Various Individuals in the 
Choice of Career of Students (225) 
s 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Individuals 
Mother 
Father 
Sister/ 
Brother 
Teacher 
Friends 
Relatives 
Grand 
Parents 
Others 
(a) Celebrities 
(b) Girl 
Friends 
(c)Self-
Motivation 
LI 
10 
26 
48 
36 
41 
50 
64 
-
SI 
51 
35 
73 
55 
44 
63 
62 
2 
12 
QI 
68 
77 
53 
61 
56 
54 
45 
9 
HI 
96 
87 
51 
73 
84 
58 
54 
3 
Total 
Students 
225 
225 
225 
225 
225 
225 
225 
2 
3 
Total Scores 
710 
665 
557 
560 
633 
570 
539 
4 
12 
51 
% 
78.88 
73.88 
61.88 
62.22 
70.33 
63.33 
59.99 
0.44 
1.33 
5.66 
Rank 
1 
2 
6 
5 
3 
4 
7 
10 
9 
8 
Abbreviation 
LI - Least Involved 
SI - Some What Involved 
QI - Quite Involved 
HI •• Highly Involved. 
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Chapter 6 Results and Discussion 
(Part -II) 
6.221 Overall Perspective: Father followed by friends, teachers, relatives, 
grandparents and sister^rother influences the students in the choice 
of their career. For degree of involvement of various individuals in 
the choice of career of school, UG and Post Graduate student 
respondents refer appendices 'H', T and 'J' respectively. For 
overall perspective of degree of involvement of various individuals, 
refer Table 6.22 and Figure No. 6.9111. 
6.222 Computation of Total Scores: The individuals marked as least 
involved (LI) Somewhat Involved (SI), Quite Involved (Ql), 
Highly Involved (HI) were assigned weights of as 1, 2, 3 and 4 
respectively. The product of total frequencies and their weights 
are added to get total score. 
6.223 Percentage of Total Scores = Total Score x 100 
Maximum Possible Score of 
Total Students i.e. 150x4 = 600 
6.224 Inference: Degree of influence of various individuals varies at 
different stage of life of students. This is true in case of exercising 
choice for career also. Armed Forces Recruiting Directorate 
should in addition to influencing the target students should also 
design and develop campaigns to motivate parents, teachers, 
relatives and siblings of students. They constitute an important 
ingredient of environment influencing young impressionable 
minds of prospective candidates for the Armed Forces. 
6.23 Overall Ranking of Various Broad Categories Professions By Student 
Respondents. It is based on appendices 'K', 'L' and 'M' showing ranking of 
various broad categories of professions by school, UG and PG students 
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respectively. 
6.231 Broad Categories of Professions: Civil Services were adjudged as the 
most preferred career option followed by Private Sectors (No. 2), Self 
Employment (No. 3), Independent Professional (No.4), Teaching (No. 5), 
Career in Creative/Performing Ats (NO. 6) Computer and IT Professional 
(No.7), Defence Services (No. 8), Public Sector (No.9). Amongst the 
other professions were consultancy and acting preferred by the 
respondents. 
6.232 Computation of Total Scores: In order to arrive at cumulative score to 
determine students' preference for various professions, the following 
methodology was adopted. The profession receiving first preference out 
of nine professions considered was assigned a weight of 9. Similarly, a 
profession receiving second preference was awarded 8 marks and so on. 
The profession rated at the bottom (i.e. 9th rank) was awarded one mark 
only. Frequencies in all nine ranks were multiplied with various weights 
assigned. The product of frequencies and marks was added to get total 
score. 
6.233 Computation of percentage: At column (n), it was calculated as 
follows: 
Total Score 
% of Total Scores = X 100 
Maximum Possible Score 
By Total Students i.e. 225x 09=2025 
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Table No. 6.23 
Combined Overall Ranking of Broad Category of Various Professions as Rated by 
School Students, Undergraduates and Postgraduate Students (225) 
s 
No. 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Professions 
(b) 
Teaching 
Career in 
Creative/ 
Performing 
Arts 
(Singing/Dance/ 
Music/Painting/ 
Journalism) 
Civil Services 
(IAS/ 
IPS and 
Allied 
Services) 
Defence 
Services 
(Army/Navy/ 
AF) 
Independent 
Professional 
(Doctor/Engineer 
/Lawyer/Financia 
1 Expert) 
Private Sector 
(Indian 
CompanyMNC) 
Public Sector 
Self 
Employed 
Computer & 
IT 
Professional 
Any other 
Profession 
(a) Acting 
(b) 
Consultancy 
Frequency of Rankings 
I 
(c) 
20 
20 
37 
10 
23 
35 
08 
17 
25 
-
II 
(d) 
29 
26 
25 
16 
34 
30 
14 
37 
20 
-
Ill 
(e) 
32 
33 
36 
21 
23 
26 
21 
21 
24 
-
IV 
(0 
37 
20 
29 
34 
25 
21 
15 
20 
29 
-
V 
(0 
17 
27 
20 
24 
33 
30 
34 
28 
10 
8 
VI 
(h) 
17 
27 
19 
21 
21 
25 
29 
45 
27 
-
VI 
I 
(I) 
19 
31 
14 
22 
21 
21 
38 
30 
35 
-
VII 
I 
(i) 
32 
30 
26 
30 
22 
16 
19 
20 
34 
4 
-
IX 
(k) 
22 
11 
19 
47 
23 
21 
47 
07 
21 
-
(a) 
N 
(1) 
225 
225 
225 
225 
225 
225 
225 
225 
225 
4 
8 
Total 
Score 
(m) 
1154 
1146 
1248 
1046 
1169 
1229 
906 
1173 
1139 
8 
40 
% 
(n) 
56.98 
56.59 
61.62 
51.65 
57.72 
60.69 
44.74 
57.92 
56.24 
0.39 
1.97 
Over all 
Ranking 
(0) 
5 
6 
1 
8 
4 
2 
9 
3 
7 
11 
10 
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Inference: Students' preference for various professions changes as they 
move from school stage to undergraduates and post graduates classes. The 
Armed Forces remained a lesser-preferred career option amongst the youth. 
Possibly, professional hazards, hardships involved and incompatible 
compensation dissuade Indian Youth from venturing into the Armed Forces. 
6.234 Comparative Ranking of Broad Categories of Various Professions By 
Schools, UG and PG Student Respondents 
Table No. 6.234 
Comparative Ranking of Various Professions Among School, UG and PG Students 
s 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Broad Category of 
Profession 
Teaching 
Career in Creative/ 
Performing Arts 
(Singing/Dance/ 
Music/Painting/ 
Journalism) 
Civil Service (IAS/ 
IPS and Allied Services) 
Defence Services 
(Army/Navy/AF) 
Independent Professional 
(Doctor/Engineer/ 
Lawyer/Financial Expert) 
Private Sector (Indian 
Company/MNC) 
Public Sector 
Self Employed 
Computer «& IT 
Professional 
Any other Profession 
(a) Acting 
(b) Consultancy 
School Students 
II 
V 
IV 
VIII 
III 
I 
VII 
III 
VI 
-
Undergraduates 
VI 
II 
I 
IX 
III 
VII 
VIII 
IV 
V 
IX 
X 
Post 
Graduate 
Students 
IV 
Vll 
I 
IX 
III 
II 
VIII 
VI 
V 
-
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Table No. 6.24 
Ranking of Sub Categories of Various Professions within the Broad Category 
s 
No. 
1. 
2. 
3. 
4. 
5. 
Bo.ird 
Category 
Of the 
Professions 
Career in 
Creative/ 
Performing 
Arts 
Civil Services 
Defence 
Services 
Independent 
Professional 
Private Sector 
Sub Category 
Of 
Professions 
Singing 
Music 
Dance 
Painting 
Journalism 
IAS 
IPS 
IFS 
Allied Services 
Army 
Indian Navy 
Indian Air 
Force 
Doctor 
Engineer 
Lawyer 
Financial 
Expert 
Indian 
Company 
MNC 
I 
47 
39 
56 
34 
49 
80 
63 
56 
19 
44 
75 
94 
68 
64 
36 
50 
82 
142 
<'requency of Ranking 
II 
31 
37 
50 
44 
63 
58 
58 
54 
56 
68 
76 
84 
59 
56 
53 
58 
143 
83 
III 
67 
51 
30 
43 
34 
35 
49 
52 
190 
113 
74 
47 
46 
55 
67 
58 
NA 
A 
IV 
41 
49 
50 
44 
41 
52 
55 
63 
60 
NA 
NA 
NA 
52 
50 
69 
59 
NA 
NA 
V 
39 
49 
39 
60 
38 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
N 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
Total 
Score 
681 
643 
709 
623 
719 
593 
579 
553 
484 
401 
451 
497 
593 
584 
506 
549 
307 
367 
% 
60.5 
3 
57.1 
5 
63.0 
2 
55.3 
7 
63.9 
1 
65.8 
8 
64.3 
3 
61.4 
4 
53.7 
7 
59.4 
0 
66.8 
1 
73.6 
2 
87.8 
5 
86.5 
1 
74.9 
6 
81.3 
3 
68.2 
2 
81.5 
5 
Order of 
Prcferenc 
e 
3 
4 
2 
5 
1 
1 
2 
3 
4 
3 
2 
1 
1 
2 
4 
3 
2 
1 
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6.241 Computation of Total Scores: It is calculated by awarding 5 marks to 
No. 1 subcategory, 4 marks to No. 2, 3 marks lo No. 3, 2 marks lo No. 4 
preferred sub category and 1 mark to No. 5 preferred subcategory. In case 
of only four subcategories, marking was commenced with award of 4 
marks to No. 1 subcategory. Frequencies of each ranking in a 
subcategory were multiplied by various marks allocated. The product of 
frequencies and marks in each rank would be added up to get total score. 
6.242 Computation of Percentage: 
Total Scores 
%= X 100 
225 
6.243 Ranking of Sub Categories of Professions by School, UG and PG 
Student Respondents. Refer appendices 'N', ' 0 'and 'P' respectively 
arriving at 
6.244 Comparative Ranking of Subcategories of Professions (Refer Table 
6.249) 
6.245Career in Creative and Performing Arts: Journalism was the most 
preferred, followed by dance, singing, music and painting. Use of 
Information Technology, video conferencing and telecommunications has 
improved the speed of information dissemination. 
6.246 Civil Services: IAS was the most coveted followed by IPS, IFS and Allied 
Services. The power and prestige attached with IAS along with challenges 
in the field of administration always draw pull high achievers towards it. 
6.247 Defence Services: lAF was rated as No. 1 followed by Indian Navy and 
Indian Army. The challenges of flying, luxury of flying allowance and 
relatively more comfortable life than Army and Indian Navy has kept 
popularity of lAF high. 
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6.248 Independent Professional: Medicine was rated as the most popular 
profession followed by Engineering, Financial Experts and Advocacy in a 
Court of Law. Possibly, 'Opportunity to Earn a Lot' in a private clinic 
over whelmed youngsters' minds. 
6.249 Public Sector: MNC was preferred over Indian Companies. PSUs are 
being disinvested. These are sun-setting industries due to their limited 
profitability, out dated technology and cost over-runs. 
Table No. 6.249 
Table Showing Comparative Ranking of Sub Categories of various Professions in Order of 
Preference within Broad Categories as Rated by School Students (75), Undergraduates 
(75) and Postgraduate Students (75) 
SNo. 
1. 
2. 
3. 
4. 
5. 
Broad 
Categories 
of 
The 
Professions 
Career in 
Creative/ 
Performing 
Arts 
Civil 
Services 
Defence 
Services 
Independent 
Professional 
Private 
Sector 
Sub Category of 
Professions 
Singing 
Music 
Dance 
Painting 
Journalism 
L\S 
IPS 
IPS 
Allied Service 
Army 
Indian Navy 
Indian Air Force 
Doctor 
Engineer 
Lawyer 
Financial Export 
Indian Company 
MNC 
Rating By 
School 
Students 
IV 
III 
II 
V 
I 
I 
II 
III 
IV 
III 
III 
I 
I 
II 
IV 
III 
I 
II 
Rating By 
Under 
Graduates 
II 
V 
I 
IV 
III 
I 
III 
II 
IV 
III 
II 
I 
III 
IV 
I 
II 
II 
I 
Rating By 
Post 
Graduate 
Students 
I 
II 
III 
III 
I 
II 
I 
III 
IV 
III 
II 
I 
I 
III 
IV 
III 
II 
I 
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6.26 Degree of Importance of Various Motivators for 150 Student Respondents. 
Table No,, 6.26 
Overall Combined Degree of Importance of Motivators 
s 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
Motivators 
Power and Authority 
Prestige in Society 
Challenging Work 
Opportunity to Serve 
the Nation 
Adventurous Life 
Style 
Glamour of Uniform 
Recognition & 
Rewards 
Opportunity to earn a 
Lot 
Job Security 
Job Close to 
Hometown 
Job in a Large Metro 
Security of Self & 
Family 
Feeling of 
Togetherness among 
Fellow Workers 
Degree of Importance 
'LP 
39 
33 
32 
43 
68 
50 
46 
20 
28 
62 
72 
38 
39 
'sr 
50 
50 
56 
77 
71 
80 
78 
42 
32 
76 
40 
34 
58 
'QI' 
76 
58 
68 
58 
49 
58 
73 
53 
68 
53 
69 
64 
66 
'vr 
60 
84 
69 
47 
37 
37 
28 
110 
97 
34 
44 
89 
62 
N 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
225 
Total 
Score 
607 
643 
624 
559 
505 
532 
533 
703 
684 
509 
535 
654 
601 
% 
67.44 
71.44 
69.33 
62.11 
56.11 
59.11 
59.22 
78.11 
76.0 
56.55 
59.44 
72.66 
66.77 
Overall 
Position 
6 
4 
5 
8 
13 
11 
10 
1 
2 
12 
9 
3 
7 
Abbreviations: 'LI' = Least Important. 'SF == Somewhat Important. 
'QI' = Quite Important 'VI' = Very Important. 
'N' - Total frequency of response for a Motivator. 
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6.261 Computation of Total Scores: Mark Least Important (LI), Somewhat 
Important (SI), Quite Important (QI), and Very Important Motivators as 
1, 2, 3 and 4 respectively e.g. motivator "Power and Authority" rated by 
65 respondents with following frequencies distribution will be 
computed as follows: -
Degree of Importance 
Frequency Distribution 
Allotment of Marks 
Frequency of Marks 
Total Scores 
'LI' 
18 
01 
18 
'sr 
09 
02 
18 
'QF 
29 
03 
87 
18 + 18+87 + 36 = 
'VI' 
09 
04 
36 
159i 
6 .262 Percentage of Total 
Total Score 
%= XlOO 
Maximum Permissible Score i.e. 
225 X 4 = 900 
6.263 Overall Degree of Importance: Overall amongst Motivators, Opportunity 
to Earn a Lot (No. 1), Jobs Security (IVo. 2) and Security of Self and 
Family (No. 3) fascinated student respondents. Glamour of Uniform (No. 
11) and Adventurous Life Style (No. 13) found a very few takers. Other 
motivators in the order of Precedence were Prestige in Society (No. 4), 
Power and Authority (No. 5), Feeling of togetherness amongst Workers 
(No. 6), Challenging Work (No. 7) Opportunity to Serve the Nation (No. 
8), Job in large Metro (No. 9) and Recognition and Rewards (No. 10) 
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Table No. 6.262 
Degree of Importance of Motivators 
(Comparative Analysis for School, UG and PG Students) 
s 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Order of 
Importance 
I 
II 
III 
IV 
V 
VI 
VII 
VIII 
IX 
X 
Motivators in order of Importance 
School 
Students 
(75) 
Opportunity 
to Earn a Lot 
Challenging 
Work 
Feeling of 
Togetherness 
among fellow 
workers 
Security of 
Self& 
Family 
Job Security 
Prestige in 
Society 
Recognition 
& Rewards 
Power & 
Authority 
Opportunity 
to Serve the 
Nation 
Job Close to 
Home town 
Undergraduates 
(75) 
Prestige in 
Society 
Job Security 
Security of Self 
& Family 
Power and 
Authority 
Challenging 
Work 
Opportunity to 
Earn a Lot 
Opportunity to 
Serve the Nation 
Recognition and 
Rewards 
Adventurous 
Life Style 
Feeling of 
Togetherness 
among fellow 
workers and 
Glamour of 
Uniform 
PG 
Students 
(75) 
Opportunity 
to Earn a Lot 
Power & 
Authority 
Job in Large 
Metro 
Job Security 
Security of 
Self& 
Family 
Prestige in 
Society 
Feeling of 
Togetherness 
among 
fellow 
workers 
Challenging 
Work 
Opportunity 
to Serve the ; 
Nation 
Glamour of 
Uniform 
Combined 
Overall 
Position 
Considering 
all Students 
Opportunity to 
Earn a Lot 
Job Security 
Security of Self 
& Family 
Prestige in 
Society 
Power & 
Authority 
Feeling of 
Togetherness 
among 
fellow 
workers 
Challenging 
Work 
Opportunity to 
Serve the 
Nation 
Job in Large 
Metro 
Recognition & 
Rewards 
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11. 
12. 
13. 
XI 
XII 
XIII 
Job in Large 
Metro 
Adventurous 
Life Style 
Glamour of 
Uniform 
Job Close to 
Home town 
Job in Large 
Metro 
-
Job Close to 
Home town 
Adventurous 
Life Style 
Recognition 
& Rewards 
Glamour of 
Uniform 
Job Close to 
Home town 
Adventurous 
Life Style 
6.264 Overall Analysis: ' Opportunity to Earn a Lot'was rated as No. 1 
motivator by all except Under-graduate student respondents. The 
other motivators which were ranked higher by school students 
were job security, challenging work, feeling of togetherness 
among fellow workers, security of self and family. Job Security 
and prestige in society. UG students accorded higher preference 
to prestige in society, job security, security of self and family 
power and authority, challenging work and opportunity to serve 
the nation. They accorded 6''' rank to 'Opportunity to Earn a Lot'. 
For PG students, power and authority, job in large metro, job 
security, security of self and family and prestige in society were 
high motivators. Erstwhile motivators which fascinated youth for 
recruitment into the Armed Forces like Opportunity to Serve the 
Nation, Recognition and Rewards, Adventurous life style and 
Glamour of Uniform were accorded low weightage by the 
respondents. This justifies the poor ratings of the Defence Services 
in the career choice of today's youth. 
6.265 Inference; 'Opportunity to Earn a Lot' and an 'Assured Job' are 
important motivators for today's youth. On the contrary, 
adventurous life style and glamour of uniform do not fascinate 
youngsters any longer. Bright and ambitious youth prefer cushy 
jobs in MNCs and Indian Companies, which offer attractive pay -
package. Youngsters shy away from the Armed Forces. For 
formulation of effective recruitment policies for the Armed Forces, 
planners have to consider the aspect of pay-package to attract 
best talents towards the Armed Forces. The overall socio -
economic environment in other sectors has to be factored into our 
Chapter 6 Results and Discussion 
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recruitment policy for better response by Armed Forces aspirants. 
d.ll Suggested Measures to Attract Youth (By Students) 
6.271 Overall Interse Priority of Various Suggested Measures 
Analysis of responses of students revealed that compulsory 
military training was considered most effective in attracting youth 
towards the Armed Forces. It was followed Improvement in 
promotional prospects. In addition, there were other suggested 
measures like rationalization of pay and allowances, organizing 
visits of the youth to Armed Forces personnel and their 
dependents both physically and financially by rehabilitating the 
disabled land next- of- kin of the deceased soldiers. Further, an 
effort should be made to glorify Armed Forces as a career through 
effective media campaign, motivate eligible youth and glorify 
patriotism, compulsory NCC training, enhancing facilities and 
conveniences for Armed Forces personnel and highlight the 
importance of the Armed Forces in national life. 
6.272 School Students. Motivation of Youth through effective 
media campaign, projection of 'Service Before Self motto of the 
Armed Forces, adventurous life style and challenging work 
environment, enhancement of sense of security for the Armed 
Forces Personnel and their dependents, high lighting the 
importance of the Indian Armed Forces in national life, 
improvement of promotional avenues for Armed Forces 
Personnel, organizing visits of the youth to the Armed Forces 
installations to enhance their awareness, compulsory military 
training, glorification of Armed Forces as a career through media, 
granting more freedom to Armed Forces Personnel with regard to 
leave and personal life, treating soldiers with respect in society 
were important measures suggested to enhance attractiveness of 
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the Armed Forces. 
6.273 Undergraduates: Motivation of youth through carefully 
planned media campaign, amelioration of service conditions of 
Armed Forces personnel, proper rehabilitation of Next-of-Kin of 
the martyrs and the. War wounded, appeal to the conscience of the 
Youth through references to holy scriptures like Bhagwat Geeta, 
highlight the achievement of the Indian Armed Forces in national 
life and quantifying their contributions in terms of security cover 
to the countrymen and converting this value in terms of rupees, 
improving promotion prospects of personnel, organizing visits of 
youth to Defence Services Installations, compulsory military 
training. Sensitizing the civil administration to the needs of Armed 
Forces, rationalization of pay and allowances of Armed Forces 
personnel to commensurate with hardships and risks involved, 
increase in retirement age of Armed Forces Personnel and 
removal of political interference from efficient functioning of the 
Defence Services were important measures suggested by UG 
students. 
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6.274 PG Students: Infusing a sense of security in the Armed Forces 
personnel through proper rehabilitation of the disabled and Next-
of-Kin of martyrs, media campaign for motivation of youth, 
emphasis on permanency aspect of the Armed Forces as a 
government Service/Career/Profession, enhancing monetary/non 
monetary benefits for the personnel, indoctrination of the Indian 
Youth against the proxy war, modification of recruitment/selection 
process, exposing youth to the activities undertaken by the Armed 
Forces, compulsory military training, eulogizing Armed Forces as 
a good career for youth, granting more freedom to the Armed 
Forces were few important suggestions to attract youth towards 
the Armed Forces. 
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Table No. 6.27 
Suggested Measures by Students to Attract the Modern Day Youth 
Towards Defence Services 
Ser 
No 
(a) 
1. 
Measures Suggested 
(b) 
Increase the Number 
of Vacancies 
Recruitment and 
Selection 
(a) Dilution in 
eligibility 
conditions. 
(b) Emphasize Armed 
Forces as a 
permanent career. 
(c) Conscription. 
(d) Highlight Armed 
Forces as the 
largest employer 
after Indian 
Railways. 
(e) The process should 
be made 
transparent. 
(f) Relax medical 
tests. 
(g) Increase Vacancies 
of women officers. 
(h) Include tests for 
measuring the 
spirit of patriotism. 
(i) Dispense with the 
selection process 
for volunteers. 
School 
Students 
(c) 
12 
7 
7 
6 
17 
14 
16 
19 
12 
7 
UG 
Students 
(d) 
24 
2 
12 
7 
24 
18 
19 
27 
16 
5 
PG 
Students 
(e) 
18 
9 
26 
13 
10 
19 
13 
17 
14 
5 
N 
(f) 
54 
18 
45 
26 
51 
51 
48 
63 
42 
17 
% 
(g) 
24.0 
8.0 
20.0 
11.55 
22.66 
22.66 
21.33 
28 
18.66 
7.55 
Relative 
Position in 
Descending 
Order 
(h) 
20 
31 
23 
28 
21 
21 
22 
17 
24 
32 
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(j) Project 'Service 
Before Self,' 
'Adventurous Life 
Style' and 
Challenging work 
Environment'. 
(k) Highlight the 
importance of 
Defence Services 
for the Security of 
the country e.g. 
War. 
(1) Indoctrinate Indian 
Youth against proxy 
war. 
(m) Emphasize better 
facilities of the 
Armed Forces. 
(n) Appeal to 
conscience of the 
youth through 
references from 
holy scriptures 
(o) Highlight the 
importance of 
Defence Services 
during internal 
security duties.e.g. 
floods etc. 
(p) Motivate youth to 
Opt for austerity for 
lasting happiness. 
(q) Project gallantry 
awards of Defence 
Services. 
(r) Organize Visits of 
the Youth to Armed 
Forces 
Establishments. 
23 
13 
12 
11 
22 
34 
12 
22 
32 
29 
27 
25 
09 
23 
41 
08 
29 
51 
26 
17 
20 
04 
21 
30 
16 
24 
40 
78 
57 
57 
36 
66 
105 
36 
75 
123 
34.66 
25.33 
25.33 
16.0 
29.33 
46.66 
16.0 
33.33 
54.66 
13 
19 
19 
25 
16 
25 
14 
04 
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Ser 
No. 
(a) 
Measures 
Suggested 
(b) 
(s) Glorify Armed 
Forces though 
TV serials lilce 
Param Vir 
Chakra. 
(t) Highlight the 
Possibility of all 
round 
personality 
development. 
(u) Project Armed 
forces as the 
pride of the 
nation, 
(v) Increase modes 
ofentry into the 
Armed Forces, 
(w) Ensure 
transparency in 
defence deals, 
(x) More ads in 
media appealing 
citizens' sense 
of nationalism, 
(y) Ads comparing 
advantages of 
Armed Forces 
as a career 
option over 
other services. 
School 
Students 
(c) 
33 
19 
17 
12 
6 
12 
7 
UG 
Students 
(d) 
49 
27 
24 
18 
4 
17 
11 
PG 
Students 
(e) 
35 
26 
25 
15 
08 
16 
12 
N 
(f) 
117 
72 
66 
45 
18 
45 
30 
% 
(?) 
52.0 
32.0 
29.3 
3 
20.0 
8.0 
20.0 
13.3 
3 
Relative 
Position in 
Descending 
Order 
(h) 
6 
15 
16 
23 
31 
23 
26 
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Ser 
No. 
Measures 
Suggested 
School 
Students 
UG 
Students 
PG 
Students 
N 0 / /o 
Relative 
Order 
Position ill 
DcscendinR 
(a) (b) (c) (d) (e) (0 M. (h) (z) Eliminate 
corruption in 
Recruitment. 
(aa) Enhance 
awareness of 
people about 
selection tests. 
(ab) Periodic 
motivational 
research about 
preferences of 
youth. 
(ac) Post officers 
nearest to their 
native place. 
(ad) Higher 
precedence to 
Armed Forces 
Vis-a-vis civilian 
counterparts. 
(ae) Glorify 
patriotism 
through media 
campaign. 
15 
08 
12 
20 
28 
16 
08 
07 
13 
49 
17 
09 
30 
17 
27 
37 
48 
45 
42 
57 
114 
21.3 
3 
20.0 
18.6 
6 
25.3 
3 
50.6 
6 
22 
12.0 27 
23 
24 
19 
07 
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Ser 
No. 
Measures Suggested School 
Stude 
nts 
UG 
Studen 
ts 
PG 
Stude 
nts 
N % Relative 
Position 
in 
Descendi 
ng Order 
(a) (b) M. (d) M. 10 (g) M. 
Training of 
Development 
(a) Introduce 
'Indian 
Military' as a 
separate 
subject in 
schools and 
colleges. 
(b) Provide 
compulsory 
military 
training in all 
schools and 
colleges. 
(c) Enhancejob 
satisfaction 
levels of 
personnel. 
(d) Compulsory 
NCC training. 
(e) Minimise and 
eliminate 
ragging at 
training 
academies. 
(f) Provide better 
opportunities 
for academic 
advancement. 
(g) Train Defence 
Services for 
production 
and 
manufacturing 
27 
36 
16 
33 
12 
11 
09 
26 
50 
13 
41 
11 
09 
23 
28 
28 
37 
13 
22 
16 
81 36.0 
58 14 64.0 
4 
57 
11 
36 
42 
48 
25.33 
49.33 
16.0 
18.66 
21.33 
12 
01 
19 
08 
25 
24 
22 
199 
Chapter 6 Results and Discussion 
(Part -II) 
Ser 
No. 
(a) 
4. 
5. 
Measures Suggested 
(b) 
Promotion/ posting 
(a) Improve 
promotional 
avenues. 
(b) Reduce 
frequency of 
posting 
/transfers. 
Compensation 
(a) Increase perks 
of personnel. 
(b) Pay and 
allowances 
should 
commensurate 
with risks and 
hardships. 
(c) Martyrs' 
families should 
be 
compensated 
adequately. 
(d) Enhance 
monetary and 
non-monetary 
incentives. 
School 
Stude 
nts 
(c) 
39 
21 
17 
39 
29 
36 
UG 
Studen 
ts 
(d) 
48 
27 
12 
54 
17 
41 
PG 
Stude 
nts 
(e) 
51 
22 
31 
33 
16 
31 
N 
(f) 
13 
8 
60 
60 
12 
6 
12 
10 
8 
% 
(g) 
61.33 
26.66 
26.66 
56.0 
5.33 
48.0 
Relative 
Position 
in 
Descendi 
ng Order 
(h) 
02 
18 
18 
03 
33 
09 
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Ser 
No. 
(a) 
6. 
7. 
8. 
Measures Suggested 
(b) 
Welfare Measures 
(a) Rehabilitation of the 
disabled and the next 
of kin of the deceased 
soldiers. 
(b) Reservation of seats in 
educational 
institutions. 
(c) Sensitization of Civil 
Administration 
towards the problems 
of soldiers. 
(d) More entertainment 
facilities for soldiers. 
(e) More leave be given to 
the soldiers. 
(f) Liberalise leave rules. 
Separation 
(a) Increase retirement 
age. 
(b) Relax release 
conditions. 
Functioning 
(a) Enhance use of IT. 
(b) Improve management 
of men and 
material. 
(c) Grant more freedom 
with regard to personal 
life. 
(d) Relax discipline code. 
(e) De-politicize Armed 
Forces, 
(f) More authority to 
Armed Forces while 
rendering aid to civil 
administration. 
School 
Stude 
nts 
(c) 
41 
15 
13 
8 
4 
29 
14 
29 
11 
10 
16 
13 
-
UG 
Stude 
nts 
(d) 
42 
29 
11 
3 
-
31 
21 
31 
8 
4 
25 
11 
30 
30 
PG 
Stude 
nts 
(e) 
37 
22 
27 
10 
2 
30 
7 
30 
17 
3 
07 
24 
15 
12 
N 
(f) 
12 
0 
66 
51 
21 
6 
90 
42 
90 
23 
24 
48 
48 
45 
42 
% 
(g) 
53.33 
29.33 
22.66 
9.33 
2.66 
40.0 
18.66 
40.0 
16.0 
10.66 
21.33 
21.33 
20.0 
18.66 
Relative 
Position 
in 
Descend 
ing 
Order 
(h) 
5 
16 
21 
30 
34 
11 
24 
11 
25 
29 
22 
22 
23 
24 
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Chapter 6 Results and Discussion 
(Part -II) 
Inference: To attract high caliber youth towards the Armed Forces, the 
image of the Services has to be improved by sensitizing the Indian 
Society and Civil Administration to the needs of soldiers. Amelioration 
of service conditions and bringing these at par with civil services will 
motivate youth positively for recruitment into the Armed Forces. 
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Part III- Reasons for Shortfall of Officers, Effectiveness of Measures Implemented 
and Measures Suggested by Defence Respondents. 
6.28 Overall Analysis of Reasons for Shortfall of Manpower in the Officers 
Cadre of The Armed Forces (Refer Table No. 6.28). 
The Defence respondents cited a number of reasons for shortfall of 
officers. For ease of understanding, the various reasons outlined have 
been divided into six categories. These are firstly, factors inherent in 
nature of Job; secondly, professional hazards; thirdly, organizational 
factors; fourthly, societal factors; fifthly, social-psychological factors and 
sixthly, economic factors. 
Abbreviation Used in Table: -
OS = Overall Statistics 
RPIDO = Relative Position in Decreasing Order 
(1) % 
(3) % 
127 
^fi'xlOO 
15 
(2)% = 
(4)% = 
:B 'X100 
08 
IftlxiOO 
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Table No. 6.28 Reasons for Shortfall of Manpower in the Officers Cadre of the 
Armed Forces 
Ser 
No. 
(a) 
1. 
2. 
3 
Reasons for shortfall of 
Manpower 
(b) 
Factors Inherent in Nature of 
Job 
(a) Early Retirement Age. 
(b) Autocratic Style of 
leadership in the Armed 
Forces. 
(c) Frequent Unscheduled 
Moves of Personnel. 
(d) Lack of Amenities of 
Urban Environment. 
(e) Stringent Disciplinary 
Code. 
(0 Uncertainties of Military 
Life. 
(g) Growing Dichotomy 
about Armed Forces as a 
Career. 
(h) Limited Intellectual 
Development and Poor 
Self-Growth Prospects. 
Professional Hazards 
(a) Risks of being Disabled 
and Martyred in Battle. 
(b) All India and Global 
Service Liability. 
(c) Tough and Harsh Living 
Conditions with High 
Risks Factor. 
(d) Mental Stress due to 
Prolonged Deployment 
on IB/LC/IS Duties/ CI 
Operations. 
Organisational Factors 
(a) Subjectivity in 
Performance Appraisal. 
(b) Pyramidal Hierarchy and 
Poor Promotion 
Prospects, 
(c) Unimaginative Media 
Campaign, 'Do you have 
it in you?' 
(d)Poor PR and Media 
Relations, 
(e) Tough Selection 
Standards, 
(f) Favouritism, Nepotism 
and Arbitrariness in 
Promotion, Postings and 
Dealings, 
(g) Politicization of the 
lA 
%' 
(c) 
113 
lOI 
108 
101 
63 
96 
36 
29 
109 
67 
56 
46 
121 
119 
85 
77 
69 
67 
56 
%(1) 
(d) 
88.97 
79.52 
85.3 
79.52 
49.60 
75.59 
28,34 
22.83 
85.82 
52.75 
44.09 
36.25 
95.27 
93.70 
66.92 
66.62 
54.33 
52.75 
44.09 
IN 
%' 
(e) 
07 
06 
04 
Nil 
03 
03 
Nil 
01 
05 
04 
03 
03 
08 
07 
03 
05 
05 
04 
02 
%(2) 
(0 
87.5 
75.0 
50.0 
NA 
37.5 
37.5 
NA 
12.5 
62.5 
50.0 
37.5 
37.5 
100.0 
87.5 
37.5 
62.5 
62.5 
50.0 
25.0 
lAF 
%' 
(g) 
13 
13 
Nil 
Nil 
07 
02 
03 
Nil 
09 
07 
05 
06 
14 
13 
05 
09 
09 
07 
03 
%(3) 
(h) 
86.66 
86.66 
NA 
NA 
46.66 
13.33 
20.0 
NA 
60.0 
46.66 
33.33 
40.0 
93.33 
86.66 
33.33 
60.0 
60.0 
46.66 
20.0 
OS 
%' 
(i) 
133 
120 
112 
101 
73 
64 
39 
30 
123 
78 
64 
55 
143 
139 
93 
91 
83 
78 
61 
%(4) 
(i) 
88.66 
80.0 
74.66 
67.33 
48.66 
42.66 
26.0 
20.0 
82.0 
52.0 
42.66 
36.66 
95.33 
92.66 
62.0 
60.66 
55.33 
52.0 
40.66 
Rank 
(k) 
4 
7 
8 
12 
17 
18 
26 
29 
05 
17 
18 
22 
1 
2 
13 
14 
15 
16 
19 
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Ser 
No. 
(a) 
4 
Reasons for shortfall of 
Manpower 
(b) 
Armed Forces. 
(h) Lack of Internal Cohesion in 
the Officers' Corps, 
(j) Unhealthy Intra and Inter-
Services Rivalry, 
(k) Emerging corruption in 
Recruitment and Selection. 
Societal Factors 
(a) Poor Growth and 
Development of children 
of Defence Personnel, 
(b) Scandalous Defence 
Deals, 
(c) Breakdown of Joint 
Family System, 
(d) Lack of Patriotism and 
Nationalism in Modern 
Day Youth, 
(e) Emerging Single Child 
Norm in Indian Families. 
(1) Apathy of civil 
Administration 
lA 
'fi' 
(c) 
46 
33 
31 
97 
87 
88 
69 
49 
47 
%(1) 
(d) 
36.25 
25.98 
24.40 
76.37 
68.5 
69.29 
54.33 
38.58 
37.0 
IN 
%' 
(e) 
03 
02 
02 
05 
06 
Nil 
05 
Nil 
03 
%(2) 
(0 
37.5 
20.0 
25.0 
62.5 
75.0 
NA 
62.5 
NA 
37.5 
lAF 
'f3' 
(0 
06 
05 
04 
06 
11 
05 
09 
03: 
Nil 
%(3) 
(h) 
40.0 
33.33 
26.66 
40.0 
73.33 
33.33 
60.0 
20.0 
NA 
OS 
'f.' 
(i) 
55 
40 
37 
108 
104 
93 
83 
52 
50 
%(4) 
(i) 
36.66 
26.66 
24.66 
72.0 
69.33 
62.0 
55.33 
34.66 
33.33 
Ran 
k 
(k) 
22 
25 
27 
9 
10 
14 
16 
22 
23 
206 
Chapter 6 Results and Discussion 
(Part-Ill) 
(a) 
5. 
6. 
Reasons for Shortfall of 
Manpower 
(b) 
Soclo-Psychological Factors 
(a) Frequent Separation of 
Soldiers from their 
Families. 
(b) Loneliness and Boredom 
when Posted in High 
Altitude Areas or Sailing 
on High Seas. 
(c) Accelerated Aging 
Process of Defence 
Personnel. 
(d) Vulnerability to Marital 
Discord. 
(e) Declining Status of 
Armed Forces Personnel. 
(fi Dismal Matrimonial 
Prospects. 
Economic Factors 
(a) Unrealistic Pay and 
Allowances. 
(b) Opening up of other 
Lucrative Avenues of 
Employment. 
(c) Dwindling Defence 
Budget, 
lA 
'fi' 
(c) 
110 
59 
54 
41 
36 
33 
117 
85 
41 
%(1) 
(d) 
86.61 
46.5 
42.51 
32.28 
28.34 
25.98 
92.12 
66.92 
32.28 
IN 
%' 
(e) 
04 
03 
03 
02 
Nil 
Nil 
06 
07 
05 
%(2 
) 
(f) 
50.0 
37.5 
37.5 
25.0 
NA 
NA 
75.0 
87.5 
62.5 
lAF 
%' 
(8) 
08 
02 
03 
03 
03 
Nil 
14 
10 
09 
%(3) 
(h) 
53.33 
13.33 
20.0 
20.0 
20.0 
NA 
93.33 
66.66 
60.0 
OS 
'f.' 
(i) 
122 
64 
60 
46 
39 
33 
137 
102 
55 
%(4 
) 
(i) 
81.3 
3 
42.6 
6 
40.0 
30.6 
6 
26.0 
22.0 
91.3 
3 
68.0 
36.6 
6 
Ra 
nk 
(k) 
6 
19 
20 
24 
27 
28 
03 
11 
21 
Notes: 
(1) % 
(3) % 
'fi:xioo 
127 
1^x100 
16 
(2) % 
(4)% 
08 
: ^ x ] o o 
150 
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6.281 Amongst the factors inherent in nature of job, 'Early Retirement Age' 
was the most predominant factor, responsible for shortfall of officers. 
Armed Forces provide a truncated career. Bulk of personnel retire 
between 35 and 45 years of age which is much less than 58-60 years 
of their civilian counterparts. In India, the military feels neglected by 
society in its problem of finding second career. Military leaders 
suffer from post retirement psychosis leading to erosion of values of 
integrity and loyalty during their pursuit ofcareerism. Other reasons, 
in the decreasing order, quoted in this category were autocratic style 
of leadership in the Armed Forces, frequent unscheduled moves of 
personnel, lack of amenities of Urban environment, a stringent 
disciplinary code, uncertainties of military life, growing dichotomy 
about Armed Forces as a career, limited intellectual development and 
poor self growth prospects. Due to early retirement age, children of 
military personnel remain unsettled vocationally at the time of 
superannuation. This causes socio-economic-psychological stresses 
to the servicemen. The authoritarian leadership style of many military 
leadership provide 'Humour in uniform' to viewers of TV Serial like 
'Fauji' etc. The style may be very painful to the subordinates to 
execute arbitrary orders of such leaders. Unflinching obedience to 
'Lawful Military Command' in both letter and spirit is expected from 
personnel. They are not to reason why but to do and die; appears 
outdated in to day's context. 
• Frequent unscheduled moves of personnel disrupts both 
personal and professional life of men. Such moves are 
necessitated due to unexpected aid to civil administration to 
restore law and order in troubled areas, restoration of essential 
supplies during strikes, relief and rescue operations during natural 
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calamities. Training, operational and administrative moves may 
be irksome to Armed Forces aspirants. Relentless pursuits of 
militants in insurgency-infested areas may be a nerve-wrecking 
experience for a youngster. 
• Lack of Amenities of Urban Environment during deployment 
on Line of Control (LC)/ International Border (IB)/Counter 
Insurgency Operations (CI Ops)/ High Altitude Areas (HAA)/ 
High seas and other far-flung areas may make the life dull and 
monotonous. Overcome with boredom and loneliness, many 
soldiers feel depressed and may require psychiatric care. 
• Stringent Disciplinary Code enforced under Army, Navy and Air 
force Acts may appear draconian to easy-going and comforts 
loving youngsters. Punitive discipline in the form of trial by 
General/Summary Court Martial may be disenchanting to 
aspirants. 
• Uncertainties of military life with regard to postings, promotion, 
and vulnerability to enemy shelling on LC/lli, chance encounter 
with militants during CI Operations. And training accidents 
alienate youth against choice of Armed Forces as a career option. 
• There is growing Dichotomy about Armed Forces as a Career. 
Many behavioural scientists consider it as a way of life. 
Attendance at PT, games, training and evening mess functions is 
considered as way of life. Being devoid of targets in terms of 
units of production or services to be rendered, this ambiguity 
about the status of Defence Services has arisen. Poor employment 
potential of Defence Personnel with purely services' qualification 
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is indicative of tliis philosophy. Most recruiters find ex 
servicemen suitable for security jobs only, provided they have had 
relevant qualification and industrial experience. This may be 
disenchanting to a youngster with 'job-hopping' propensity. 
• Armed Forces provide Limited Opportunities for Intellectual 
Development and Self Growth. Pyramidal and steep hierarchy 
with large number of levels and centralized control of resources 
provide very less opportunities for creative thinking, initiative, 
innovation and decision making by junior leaders. This may be 
discouraging to ambitions youngsters. 
6.82 Professional Hazards responsible for shortfall of officers. 
Various factors listed by Defence Respondents in descending 
order were risks of being disabled and martyred in battle, all 
India and Global Services liability, tough and harsh living 
conditions with high risk factor and mental stresses due to 
prolonged deployment on IB/LC/IS Duties/CI Operation. 
• Risks of being disabled and martyred during training and at 
the battlefield always hang like 'Sword of Damocles' in minds 
of personnel. Continuous employment in CI Operation in J&K 
and North East has raised the casualty rate of soldiers. Fighting 
with own strayed brethren masquerading as militants, under 
constraints of adherence to Human Rights, Law of the Land and 
Use of Minimum Force puzzle soldiers. Such ghastly scenes of 
encounter with militants may demotivate many peace loving and 
bright youngsters from venturing into the Armed Forces. 
2i: 
Chapter 6 Results and Discussion 
(Part-Ill) 
• 'All India and Overseas Service Liability'. It may disenchant 
sedentary and static youth who believe that 'Rolling Stone Gathers 
no Moss.' Postings during mid-academic session of children to 
places with no schooling facilities may discourage youth aspiring 
for stable family and professional life. 
• 'Tough and Harsh Living Conditions' coupled with risk factor are 
shunned by youth who yearn for a path of least resistance. 
Solitude of life in bunkers on LC/IB/HAA, rarity of oxygen in HAA 
and uncongenial climate of jungles in the North-East and scorching 
heat of the desert of Rajsthan may not be taken kindly by indoor 
oriented, academically inclined youth. Company of semi-literate 
Personnel below officer Ranks (PBOR), compulsory games and PT 
with them, frequent socialization with them during training and 
informal interactions may deprive progressive youngsters of their 
social needs. 
• Psychological Stresses due to continuous deployment on 
IB/LC/IS Dutics/CI Operations may be disenchanting (o 
youngsters with progressive outlook. It affects physical, mental, 
social outlook and spiritual well being of personnel. 
6.283 Amongst the organisational factors responsible for shortfall of 
Officers, subjectivity in performance appraisal was the most 
predominant one. It was followed by pyramidal hierarchy and 
poor promotion prospects, subjectivity in performance appraisal, 
unimaginative media campaign, ' Do You Have it in you? 'poor PR 
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and media relations, tough selections standards, faviouritism, nepotism 
and arbitrariness in promotion, postings and dealings, politicization of 
the Armed Forces, lack of internal cohesion in the officer's Corps, 
unhealthy intra and inter services rivalry and emerging corruption in 
recruitment and selection. 
• Steep hierarchy with number of levels (Tall Organisational 
Structure) narrows down promotion prospects. Since 80% of 
officers' Cadre is constituted by Majors/Equivalent and below, 
promotion to higher ranlcs becomes very difficult. This is unlike 
Civil Services. Armed Forces Officers Cadre is 10 times the size 
of the IAS and it has only one full General. The IAS has 100 such 
appointments. Even after the 1980/81-cadre review 86.78% 
Officers are in the rank of Major and below; 11.11% are Lt Col 
and Colonel/ Equivalent and only 3.11% are Brigadiers and 
above. IAS/IPS officers normally become Joint secretary/IG 
within 18-20 years of service. In Armed Forces, it takes 33-35 
years of service to assume an equivalent rank of Joint 
secretary/IG i.e. Major General/Equivalent. Secondly, the 
probability of becoming Joint secretary/IG for a direct entrant 
IAS/IPS recruit is quite high (Almost 100%). This adversely 
affects the age of retirement of personnel. Since bulk of the 
Armed Forces officers retire as Major/Lt Col/Equivalent, they 
retire at a young age of 52-53 years with settlement of children 
hanging in balance. As in 1970s, 40.6%o Armed Forces officers 
retired in the rank of Major/Equivalent and below and there was 
not a single case of retirement at this rank in the IAS or IPS. 
• Subjectivity in Performance Appraisal is another Bug Bear. 
While Lower Ranks are not disseminated their Annual 
Confidential Report (ACR) ratings. Officers are shown only the 
portion of the 
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report of the initiating officer (10). The portion of the report 
showing 'potential' of the 10 and ratings by Reviewing Officer 
(RO) and Senior Reviewing Officer (SRO) are kept confidential 
from the appraisee. Normally, the interpersonal relations of the 
appraisee with the 10, RO and SRO play significant role in 
determining his 'reported' performance. Selection to the ranks of 
Lt Col and above being based largely on ACR numerical ratings 
in 'Personal Traits' and 'Demonstrated Performance'. And due to 
limited vacancies available many officers resort to sycophancy in 
addition to maintaining meritorious performance. This gives rise 
unhealthy rivalry between competing officers and vitiate the 
Quality of Work Life (QWL). Thus, it is seen that on many 
occasions, 'Average Performers' outpace 'High Professional 
Achievers' due to their personal rapport with 10, RO and SRO. 
Thus, creeps in a feeling of disgruntlement and poor job 
satisfaction amongst officers 'overlooked' for promotion. The top 
brass of the Indian Armed Forces has done precious little to set 
right this aberration. It is against 'Human Resource Development' 
practices. And youngsters with progressive outlook may not like 
it. The military uses ACR to control the behaviour of officers, 
making it the instrument for promotions, job placement and 
course seats. There is total lack of standardisation ol' evaluation 
tendencies of reporting officers. 
• Unimaginative media campaign, 'Do you Have it you?' 
targets mainly urban youth, who have little inclination to join 
the Armed Forces. Scenes of polo, evening ball and golf hardly 
fascinate youngsters from rural/semi urban areas. Bulk of the 
modern day officers' cadre comes from middle/lower middle-
income group with average/high average academic background. 
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• Due to poor 'Media - Military Relations' the outside public 
has been kept ill informed about the happenings of the Armed 
Forces. The military has maintained a holy now image in the 
eyes of country men, much against the constitutional right of 
Indian citizens to Right to Information, enshrined in Article 19 of 
the constitution. There is a need to increase awareness of citizens 
about terms and conditions of recruitment and activities of the 
Armed Forces. During Kargil war in June-July 1999, the media's 
potential as a force multiplier was optimally exploited to inform 
the Indian public. Now, there is much better cooperation between 
the two organs of a democratic country. 
• Tough selection standards at Union Public Service 
Commission (UPSC) conducted written tests, services 
selection centers conducted Psychological, and Personality 
Tests leave many aspirants dejected. Many such candidates shy 
away from the second attempt for entry into the Armed Forces. 
Youngsters with well-rounded personality are difficult to find. 
Inspite of availability of vast reservoir of unemployed youth in 
the country, quality youth avoid applying for the Armed Forces, 
when other softer options are available. 
• Favoritism, Nepotism and Arbitrariness in Selection, 
Promotion, Posting and Dealings deter forthright and bright 
youth from venturing into the Armed Forces. Such youngsters 
who call a spade and spade fear persecution by autocratic military 
leaders. 
• Politicization of the Armed Forces discourages motivated and 
capable youth from recruitment. Interference in postings, 
promotion, honours and awards denies justice and fair play to 
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many conscientious service officers. Summary dismissal of a 
Chief of Naval Staff, controversial promotion of a Rear Admiral 
to the rank of Vice Admiral, letter written by an Air Marshal to 
CM of Punjab seeking political favours for posting to New Delhi 
are cases in point. Such trends dishearten young, impressionable 
applicants. In India, after independence, the attractiveness of a 
military career has been progressively downgraded. It has been 
done in the belief that such a policy would insulate the country 
against a military take over (Chibber, 1986). 
• Lack of Internal cohesion in the officers' corps demotivates 
many youngsters from venturing into the Armed Forces. Ego 
battles and smearing campaign, in the wake of Kargil conflict put 
off youth from venturing into the Armed Forces. 
• Unhealthy Intra and Inter Services rivalry is sickening. Cut 
throat competition and one-upmanship required to make way up 
the ladder of hierarchy discourage youth from recruitment. 
• Emerging corruption in Recruitment and Selection is another 
hurdle for prospective capable recruitees. Media reports high 
lighting malpractices in recruitment is a disturbing trend. It 
discourages volunteers for the Armed Forces. 
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6.284 Amongst the societal factors, the various demotivators responsible for 
shortfall of officers, poor growth and development of children of 
Defence personnel was ranked as No. 1 by the Defence respondents. 
Other factors in the decreasing order of frequencies were scandalous 
defence deals, breakdown of joint family system, lack of patriotism and 
nationalism in modern day youth, emerging single child norm in Indian 
households and growing apathy of civil Administration towards the 
domestic problems of families of far flung posted soldiers. 
• Children of Defence personnel suffer both socially and 
academically due to their frequent separation from their 
fathers. A sense of insecurity and consequent loss of self-
confidence creeps in. 
• Breakdown of Joint Family System has caused tremendous 
hardships to soldiers' families staying separately in their 
matrimonial homes. Emergence of nuclear family system with 
few members to look aflcr family alTairs entails youth to join 
professions close to their native places. 
• Lack of Patriotism and Nationalism in modern day youth is 
the Outcome of growing consumerist culture. Capricious and 
self centered, they have scant regard for nation building activities. 
• Emerging single child norm in Indian families may deter only 
Sons/Daughters from venturing into the Armed Forces. 
Couples with progressive out look restrict their family size to 
one child, thus discouraging such children from applying for risky 
career like Armed Forces. Earlier, families with 2-3 children 
could motivate 1-2 children for enrolment into the Defence 
Services. 
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• Indifference shown by Civil Administration towards the 
domestic problems of families of soldiers posted in Far-flung 
Areas and ex service men is a cause 'for concern. It 
demotivates prospective candidates against recruitment. Retired 
officers today prefer to call themselves 'Shri Atal' and not colonel 
Atal because scant respect they receive shames rank held by them 
(Awasthy, 1986). 
6.285 Amongst the Socio-Psychological factors, frequent separation of 
soldiers from their families was the greatest demotivator. It was 
followed by loneliness and boredom experienced during postings at 
HAA or during sailing at high seas, accelerated aging process of 
Defence personnel, greater vulnerability to marital discord, declining 
status of Armed Forces personnel and dismal matrimonial prospects. 
• Frequent separation of soldiers from their families 
discourages many career optecs from venturing into the 
Armed Forces. On an average, Army personnel spend 50% -
75% of their service life in field conditions bereft of family 
accommodation. It deprives them and their families of basic 
social/affiliation needs. Even peace-time family stations provide 
only 14% of family accommodation to Infantry soldiers, which is 
a pea-nut. 
• Loneliness and boredom experienced at High Altitude Areas 
(HAA) and during voyage at high seas by Defence personnel is 
disenchanting to youngsters. They prefer exploring other 
avenues of employment and join the Armed Forces only as a last 
resort. 
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• Accelerated aging process is seen amongst Defence personnel 
when employed in HAA/LC/IB/CT operations or during 
sailing at high seas. Operational stresses coupled with vagaries 
of weather and domestic worries take a toll on soldiers' health. 
Thus reducing their cosmetic value in social life. 
• Vulnerability to marital discord, due to frequent separation 
between soldier husband and wife increases. Such situations 
lead to broken homes and the entire family suffers. This may be 
unpalatable to an Armed Forces aspirant. 
• Declining status of Armed Forces personnel, over the years, 
has reduced them to mere puppets in the hands of civilian 
counterparts, especially IAS and IPS. Erstwhile glamour and 
elan associated with Armed Forces has vanished. At the time 
of independence, there was only one Inspector General of Police 
in each state, who was considered equivalent to a Brigadier. 
However, now there is a Director General of Police (DGP) in 
each state, who consider himself equivalent to Lt Gen/General 
due insignia of equivalent Armed Forces rank, he wears. Earlier, 
it was the number of years of service that was the scale to 
determine the warrant of precedence of Defence officers vis-a-vis 
IAS/IPS counter parts. Such erosion in status does not inspire 
capable youth to opt for Armed Forces. The fear of military coup 
or militarism has been in the minds of politicians of modern 
democracies. India is no exception. The factor against which 
there is maximum resentment is downgrading of status. In the 
new warrant of precedence there is no regard to executive 
responsibility or length service. It has become a source of 
friction (Chiber, 1986). Dismal matrimonial prospects for 
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Armed Forces bridegrooms due to high degree of risks, 
hardships and separation associated with military life discourage 
many aspirants from opting for the Defence Services. 
6.286 Amongst the Economic Factors responsible for shortfall of officer's 
manpower, 'Unrealistic Pay and Allowances' was the most important 
one. Opening up of other lucrative avenues employment and dwindling 
defence budget followed it. 
• Pay and allowances in the Armed Forces have been 
formulated like any other Group 'A' service. Though the 
risks and hardships involved in the profession are much more. 
During a research study it was found that as in 1970s, 16.60% of 
IAS officers drew salaries above Rs 2000/-pm while 0.32% Army 
officers did so. Though, the strength of Armed Forces Officers 
cadre is 10-11 items more than IAS cadre (Awasthy, 1986). 
'Opportunity to Earn a Lot' being the prime motivator for student 
respondents, they find Armed Forces a 'Luke warm' career 
option. 
• Opening Up of other lucrative avenues of employment like 
MNC, independent professionals like CAs, Doctors, Lawyers 
etc have made Armed Forces appear as a 'Sun-setting 
Industry'. The profession of Arms is considered as an unskilled 
job to be taken up as a last resort. The accordance of seventh rank 
to Defence Services by student respondents testifies it. 
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Dwindling Defence Budget in terms of GDP, slow 
modernization of Armed Forces in terms of procurement of 
new weapon systems and upgradation of existing ones erode 
the confidence of youngsters in Armed Forces as a career option. 
MBT 'Arjun', acquisition of Advanced Jet Trainer (AJT) and Air 
Craft Carriers for Indian Navy are yet to be realised. 
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Table No. 6.28A 
Differences in Reasons of Shortfall in Three Wings of the Armed Forces 
While the shortfall in Army is to the tune of 30% of the total sanctioned strength 
of 43,319; Indian Navy (IN) and Indian Air Force (lAF) has deficiency of 5.68 
% and 7.47% respectively. Though pay and allowances are similar in three 
services; however, working conditions differ markedly as shown below: -
Ser 
No. 
(a) 
1. 
Factors 
(b) 
Recruitment and selection 
(a) Written Test 
(b) SSB Interviews 
lA 
(c) 
Common NDA and 
CDSE Tests. 
Humanities and 
Science stream 
candidates are equally 
preferred. 
Common Personality, 
Psychological and 
Intelligence tests at 
common centres -
Allahabad, Bhopal, 
Bangalore and 
Mysore. 
IN 
(d) 
Science stream 
10+2 and 
Graduation 
required for 
various branches 
except Logistics 
and 
Administration. 
Common 
Personality, 
Psychological and 
Intelligence tests at 
common centres -
Allahabad, Bhopal, 
Bangalore and 
Mysore. 
lAF 
(e) 
Science stream 
10+2 and 
Graduation 
required except for 
Logistics and 
Administration. 
Hxccpt I'ilot 
Aptitude Battery 
Tests (PABT), 
other tests are 
common. Air 
Force selection 
centres are at 
Dehradun and 
Varanasi. PABT is 
administrated once 
in a lifetime. 
Those 
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Ser 
No. 
(a) 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
Factors 
(b) 
Quality of Work Life (QWL) 
Type of Leadership 
Family Accommodation 
Problem 
State of Development of 
workstations. 
Susceptibility to Frequent 
Unscheduled Moves. 
Quality of Men Under 
Command. 
Span of control 
lA 
(c) 
Poor QWL. Poor 
delegation of 
responsibilities and 
over supervision curbs 
initiatives of 
subordinates. 
Predominantly 
authoritarian and on 
occasions benevolent 
autocratic style. 
Traditions are inherited 
from the British Indian 
Army. 
Most Acute 
Least Developed 
especially stations in 
the North-East 
and J&K. 
Maximum 
susceptibility. It is due 
to frequent deployment 
on IS duties/CI 
operations/Training 
Exercises 
Obedient and god 
followers. Lack 
initiative and 
resourcefulness due to 
centralized work 
culture, lower 
educational standards 
and poor socio-
economic and rural 
background of 
subordinates. Need 
supervision for task 
accomplishment. 
Maximum due to 
requirement of team 
work. 
IN 
(d) 
Better than lA 
Participative style 
based on traditions 
evolved after 
independence. 
Lesser than lA 
Highly developed 
work stations eg. 
Mumbai, Cochin, 
Chennai, Vizag, 
Chilka, Kolkata 
and New Delhi. 
Much lesser than 
Army. Internal 
security situation 
in most Naval 
stations is peaceful. 
Men are educated, 
initiative takers 
and more 
resourceful than 
lA. Personnel 
Below Officer 
Ranks (PBOR) 
need very less 
supervision for 
accomplishment of 
assigned tasks. 
Lesser than !A 
lAF 
(e) 
Best due to liberal 
work culture. 
Participative (lAF 
traditions evolved 
after independence). 
Lesser than lA 
Better than Indian 
Army and lesser 
developed than Indian 
Navy. 
Better than lA 
More or less same as 
IN. 
Least due to 
compartmentalized 
work culture. 
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Ser 
No. 
(a) 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
Factors 
(b) 
Opportunities for Personal Growth 
and Development 
Post Retirement Resettlement 
Prospects. 
Growth and Development of 
children. 
Popularity Rating Amongst youth. 
Matrimonial Prospectus 
Places of Posting 
Work Culture, state of 
Regimentation and Camaraderie. 
lA 
(c) 
Least opportunities 
due to postings at far 
flung under 
developed areas. 
Bleak prospects. 
Personnel get 
absorbed for security 
duties generally. 
Poor growth. It is due 
to prolonged 
separation of families 
from personnel. 
Lowest 
Poorest due to least 
opportunities of 
cohabitation and 
unstable family life 
consequently. 
Many times postings 
arc to under 
developed field areas 
like Line of Control 
(LCyCounter 
Insurgency (CI) 
operations areas. 
Centralised control of 
resources, poor 
delegation, over 
supervision. Highly 
regimented work 
culture especially in 
Arms like Infantry. 
High state of cohesion 
and camaraderie 
amongst personnel. 
IN 
(d) 
Better 
opportunities due 
to posting at 
developed .stations. 
Better prospects 
due to qualification 
acquired during in-
service period. 
Reasonable growth 
and development. 
No. 2 
Better than Army 
due to stable 
family life. 
Usually developed 
stations unless 
sailing on high 
seas. Best of all 
the three wings. 
Officers and 
Personnel Below 
Officer Ranks 
(PBOR) have 
formal relationship. 
Lesser power 
distance due to 
high educational 
standards and 
awareness levels of 
PBOR. 
lAF 
(e) 
Better than Army 
and lesser than 
Indian Navy. 
Same as IN. 
Same as IN. 
Highest 
Same as IN. 
Better than Army. 
Very few stations 
like Bagdogra 
(Assam), Dinjan 
(Nagaland) and 
Thois Air Field 
(Leh) are under 
developed 
townships. 
Same as IN. 
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6.287 Amongst the professional Hazards Various factors listed by Defence 
Respondents in descending order were risks of being disabled and 
martyred in battle, all India and global service liability, tough and harsh 
living conditions with high risk factor and mental stresses due to 
prolonged deployment on IB/LC/IS Duties/CI operations. Refer table 
and bar graph 6.28. Subjectivity in performance appraisal leading to 
unfair promotion board results and super session was rated as No. 1 
reason for progressive youth shying away from the Armed Forces. Other 
reasons in descending order of frequency were steep pyramidal hierarchy 
leading to stiff competition for promotion (No. 2), unrealistic pay and 
allowances vis-a-vis hardships and risks involved (No. 3), early 
retirement age of its personnel (No. 4), risks of being disabled/martyred 
during training/battle (No. 5), frequent separation of personnel from their 
families (No. 6), autocratic style of leadership in the Armed Forces (No. 
7), frequent unscheduled moves of personnel (No. 8), poor growth and 
development of children of Defence personnel (No. 9), Scandalous 
defence deals (No. 10), Opening up of other Lucrative Avenues of 
Employment (No. 11), Lackof Amenities of Urban Environment (No. 12), 
Snobbish life style of some Armed Forces Officers (No. 13), Breakdown of 
Joint Family System (No. 14), Unimaginative Media Campaign 'Do you 
Have it in You?' (No. 14), Poor PR and Media Relations (No. 15), Lack 
of patriotism and nationalism (No. 16), Tough selection Standards (No. 
16), All India and Global Service Liability (No. 17), Rigid and Stringent 
Disciplinary Code of Conduct (No. 18), Tough Living conditions with 
High Risk Factor (No. 19), Life of Uncertainties (No. 19), Loneliness and 
Boredom (No. 19),politicization of the Armed Forces (No. 20), Dwindling 
Spirit of Adventure and Masculinity in Today's Youth (No. 20), 
Accelerated Aging Process (No. 21), mental stresses due to prolonged 
deployment on IB/LC/IS Duties/CI operations, (No. 22), Dwindling 
Defence Budget (No. 22), Lack of Internal cohesion in the Officer's Corps 
(No. 22), Emerging single 
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child Norm (No. 23), Apathy of Civil Administration (No. 24), 
Vulnerability to Marital Discord (No. 25), Unhealthy Intra and Inter 
Services Rivalry (No. 26), Declining status of Armed Forces 
Personnel (No. 27), Growing Dichotomy About Armed Forces As a 
Career (No. 27), Corruption in Recruitment and Selection (No. 28), 
Dismal Matrimonial Prospects (No. 29) and Limited Intellectual 
Development and Poor self growth prospects (No. 30). 
6.288 Inference: The reasons for shortfall of manpower in the Armed Forces 
are manifold. Now that the media has become a powerful tool to 
shape public opinion about the Armed Forces, the events and 
activities are being reported regularly. The awareness of the public 
about military affairs is increasing. In the face of other softer options, 
the bright youth shy away from the Armed Forces. There is an urgent 
need to restructure our recruitment policy and mitigate/eliminate 
those harsh service conditions, which deter bright youth from 
joining the Indian Military. 
6.29 Degree of Effectiveness of Measures Employed by the Armed Forces to 
overcome the Shortfall of Officers. The services Selection centers and 
top brass of the Armed Forces are also aware of the key problem of 
shortfall of officers in Defence Services. A number of measures have been 
instituted to overcome the deficiency of officers. In this section, we have 
analysed the Degree of effectiveness of these measures as perceived by 
Defence respondents. The respondents were asked to rank various 
factors. Using the methodology explained at the footnotes to the table 
arrived at the cumulative scores. Improving promotion prospects by 
reducing service requirement for substantive ranks of captain/Equivalent 
(from 6 to 5 years), major (from 11 to 10 years) and Lt Col (from 21 to 20 
years) was found to be the most effective measures. Enhanced 
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responsibilities with increase in pay and allowances that accrue with 
promotion possibly motivate service officers the most. Motivating 'C 
certificate qualified NCC cadets for entry into the officer's cadre. Two to 
three years of training for college graduates in military subjects is ideal 
for development as effective military leaders. The third most effective 
measure was increasing the vacancies of short service commissioned 
officers (SSCOs). Grant of short Service Commission for 5-10 years 
enable youngsters seek adventurous life style, glamour of uniform and 
learn management styles of the Armed Forces. If they find the service 
conditions conducive to their choice, they have the option to continue by 
opting for permanent Regular Commission. Else, they may leave for 
greener pastures, if the 'going' appears tough. Thus, SSCOs may have 
the taste of both kinds of lives. Such released SSCOs are beneficiaries of 
age relaxation and seats reservation in various state and central Services. 
Crisis management learnt in Armed Forces and disciplined life stand 
them in good stead outside. Introduction of stipend of Rs 8000/- pm 
during the last six months of commission training was the fourth most 
effective measure. IAS/IPS and other civil services officers are entitled to 
full pay and allowances right from the first day of their training. Their 
training period is reckoned towards the pensionable service unlike Armed 
Forces officers. Raising of Rashtriya Rifles, a paramilitary force under 
Ministry of Home Affairs was the fifth most effective measures. Manned 
by personnel of Regular Army and budgeted by Ministry of Home Affairs, 
the force has officers of all arms and services. This has reduced the 
employment of regular Infantry Officers on counter Insurgency tasks. 
Encouraging women officers to join the Armed Forces was found to be 
the sixth most effective measure. The profession of arms, once a bastion 
of males, has opened its doors to volunteering women candidates to 
overcome shortfall of officers. These are short service officers enrolled 
for five years initially. After five years, these candidates' services may be 
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extended to another five years on merit cum volunteer basis. The overall 
strength of such officers is less. Presently, Army, Indian Navy and in 
Indian Air Force have 600, 100 and 425 women officers respectively. It 
is a good beginning to bridge gender bias, on the lines of US Defence 
Services. 
Increasing attachment period of newly commissioned officers 
from supporting Arms/Services (e.g. ASC, Ordnance Corps, EME etc) 
with Combat Arms (e.g. Infantry Armored Corps) was found to be the 
seventh most effective measure to overcome paucity of officers. The 
hardships and risky working conditions of combat Arms find very few 
volunteers at pre-commission academics. Therefore, to boost up the 
strength of front lined Infantry young officers of other Arms and Services 
are attached on tenure basis soon after commissioning. It is to be noted 
that Infantry being the basic Arm of Indian Army, all cadets at IMA/OTA 
are trained to be infantryman first. Therefore, the training syllabus is 
common for all cadets. 
Re-employing retired officers of the ranks upto Colonel/equivalent 
was found to be the eighth most effective measure against deficiency of 
officers. To maintain youthful profile; of the Aiimed Forces, bulk of 
Defence Services Officers retire at the age of 54 years and below. 
However, this is the time when growing children need their soldier falters 
on active service to support them financially in their academic endeavors. 
Therefore, re-employment of officers upto the rank of Colonel/Equivalent 
benefits both the organisation as well as the individual. The organisation 
continues to benefit fromi the rich service experience of these grayed 
soldiers, the individual officer is financially benefited. Besides, the 
continuous mental occupation even after retirement keeps the mental 
faculties rejuvenated. 
228 
Chapter 6 Results and Discussion 
(Part-Ill) 
Encouraging Junior Commissioned Officers (JCOs) and Non 
Commissioned Officers (NCOs) was found to be ninth most effective 
measure. Enhanced responsibilities and increased pay and allowances 
motivate Personnel Below Officer Ranks (PBOR) to work whole-
heartedly. It is a dream come true for a PBOR to become an Officer. 
Army Cadet College (ACC) entry, Special Commissioned Officer (SCOs) 
are the modes of entry for PBOR to become Commissioned Officers. 
Such officers are known for their pragmatic approach to problems, 
simplicity and humility. 
The media campaign 'Do You Have it in You?' was found to be 
the tenth most effective measure to overcome paucity of officers. The 
unimaginative advertising blitz is far from reality. In that ads showing 
young officers on the horse back, evening ball dance or tank manoeuvres 
are rare occasions. Such ads do not enthuse rural youth who form a 
sizeable chunk of volunteers for the Armed Forces. 
Filling up vacancies of officers through personnel Below Officer 
Ranks (PBOR) e.g. Regimental Commissioned Officer, Special 
Commissioned Officer (SCOs), Special List (SL) Officers in 
Army/Equivalent entries in other two services was found to be the 
eleventh most effective measure. Lacking in Officer Like Qualities 
(OLQ) these PBOR are good followers. Thus, only miniscule percentage 
of officers Cadre is constituted by this community. 
Mobilizing Territorial Army Officers for employment in 
insurgency -affected areas with Regular Units was found to be the twelfth 
most effective measure Territorial Army is employed as second line of 
defence to guard Vital Areas (VAs) and Vital Points (VPs) in the Rear 
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Areas in times of war. During peacetime, these are employed in aid of 
Civil Autliority to restore law and order to maintain essential supplies and 
for reconstruction work after natural calamities. Normally, officers are 
embodied for 2-3 years tenure for employment in insurgency-infested 
area. TA provides part time employment to civilians for 2-3 month in a 
year. 
Diluting the selection standards was found to be the thirteenth 
most effective measure to overcome shortfall of officers. Since there are 
no runners up during a war, lowering of recruitment standards is 
undesirable. 
Curtailing of pre-commission training period was found to be the 
least effective measure. In Armed Forces, it is said that more you sweat 
in peace, less you bleed in war. That is to say, time invested in training to 
acquire soldierly skills saves human lives during war. Hence, reducing 
the training period to churn out more officers in the given time is 
countered productive. 
Analyzing the average numerical score, these measures range 
between 'Least Effective' and 'Somewhat Effective'. It shows that these 
are adhoc measures. The knee-jerk reactions by the Government of India 
are far from satisfactory. The shortfall of manpower has continued, 
affecting the operational efficiency of the Armed Forces. Concrete 
measures are required to make the Armed Forces recruitment attractive to 
the youth. These measures have to be compatible with internal and 
external environment and socio-economic aspirations of Indian youth. 
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Table No. 6.29A Comparison of Ranking by Defence Respondents of 
Degree of Effectiveness of Measures Instituted. 
General 
The percentage of shortfall of Officers varies from one service to another. While 
the deficiency is most conspicuous in Indian Army (lA), it is felt to a lesser degree in 
Indian Navy (IN) and Indian Air Force (lAF). Therefore, types of measures employed to 
overcome shortfall of officers differ from service to service. Some measures are 
applicable to all the three services; others are peculiar to a particular service only. 
Detailed computation of degree of effectiveness of various measures to overcome 
shortfall of officers is shown at Table No. 6.29 above in thesis. The comparative degree 
of effectiveness of these measures in three wings of the Armed Forces is as follows: -
Ser 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
Measures 
Diluting Selection Standards. 
Media Campaign. 
Filling Up Vacancies of 
Officers through Personnel 
Below Officers Rank (PBOR). 
Curtailing Pre-Commission 
Training Period. 
Encouraging JCOs and NCOs 
to Shoulders Enhanced 
Responsibilities. 
Increasing Attachment Period 
of Newly Commissioned 
Officers. 
Increasing Intake of Short 
Service Commissioned 
Officers. 
Introducing Stipend during 
Training Period. 
Improving Promotion 
Prospects. 
Encouraging women to join 
the Officer's Cadre. 
Motivating ' C certificate 
Qualified NCC cadets for entry 
into officers' cadre. 
Mobilizing Territorial Army 
officers for employment in 
Insurgency affected areas with 
Indian Army Units.. 
Raising Rashtriya Rifles Units 
for Counter Insurgency (CI) 
operadons and pooling in 
Officers from all Arms and 
Services rather than employing 
Infantry Officers alone. 
Re-employing retired officers 
of the ranks upto Colonel in the 
appointments tenable by 
Captain/Major/Equivalent. 
Indian Army 
Total 
Score 
143 
156 
162 
139 
186 
209 
248 
225 
296 
206 
274 
151 
245 
194 
Rank 
XIII 
XI 
X 
XIV 
IX 
VI 
III 
V 
I 
VII 
II 
XII 
IV 
VIII 
Indian Navy 
Total 
Score 
11 
14 
13 
09 
17 
18 
24 
26 
28 
19 
27 
14 
14 
14 
Rank 
X 
VIII 
IX 
XI 
VII 
VI 
IV 
III 
I 
V 
11 
VIII 
VII 
VIII 
Indian Air Force 
Total 
Score 
19 
24 
17 
17 
31 
32 
49 
52 
56 
47 
52 
19 ' 
25 
30 
Rank 
IX 
VIII 
X 
X 
V 
IV 
III 
II 
I 
IV 
II 
IX 
VII 
VI 
Overall Results 
Total 
Score 
173 
194 
192 
165 
233 
259 
321 
303 
380 
272 
353 
184 
284 
238 
Rank 
13 
10 
11 
14 
19 
7 
3 
4 
1 
6 
2 
12 
5 
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6.29A Comparative Analyses of Degree of Effectiveness of Measures 
Implemented to Overcome Shortfall of Officers 
All respondents from Indian Army, Indian Navy and lAF undisputedly 
regarded 'Improvement in Promotion Prospects' as the most effective 
measure to overcome shortfall of officers. Presently, the bulk of the 
Armed Forces officers retire in the rank of Major/ Lt Col/Equivalent. 
Whereas in the IAS/IPS, each direct entrant rises to the rank of Joint 
Secretary/Inspector General of Police, equivalent to Major 
General/Equivalent. Secondly, it takes only 17-18 years of service to 
become Joint Secretary, in the Armed Forces, it takes 32-33 years of 
service to attain the rank of Major General/Equivalent. In this regard, the 
Bagga Committee Recommendations for flirther amelioration of 
promotion prospects await implementation by the Government of India. 
Motivation of 'C certificates qualified NCC cadets for Entry into 
the Armed Forces was unanimously considered as the second most 
effective measure by all three Army, Navy and Air Force respondents. 
Three to four years of training in NCC during acquisition of 'B' and ' C 
certificates has been found to be very effective in instilling knowledge, 
skills and attitudes of soldiering in NCC cadets. Such cadets during 
course of training feel motivated for recruitment into the Armed Forces 
and do well as officers. Leadership qualities, camaraderie and team spirit, 
physical fitness and mental robustness are few attributes acquired by these 
cadets. 
'Increase in intake of Short Service Commissioned Officers 
(SSCOs)' was rated as the third most effective measure by all defence 
respondents except Indian Navy. By enrolling higher percentages of 
SSCOs, promotion prospects of Permanent Regular Commissioned (PRC) 
officers get automatically improved. SSCOs on release after 5-10 years of 
military service should be laterally inducted into suitable civil services 
based on qualification and experience of such officers. 
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'Introduction of stipend of Rs 8000/- pm during pre-commission 
training period was found to be fourtli most effective measure overall. 
However, it was rated as No. 5 by Army respondents, No. Sand No. 2 by 
IN and lAF respondents respectively. IAS/IPS trainees 
get full pay and allowances during training period and the training period 
is counted towards service. This is not so in case of Armed Forces officer 
trainees. 
'Raising of Rashtriya Rifles units for employment in 'Insurgency 
affected Areas' was rated as the fifth most effective measure. Earlier, 
employment of Infantry Battalions on such tasks had affected popularity 
rating of Infantry amongst youngsters. That only very few opted for such 
a life full of hardships and risks. Now, Rashtriya Rifles Units have 
officers from all Arms and Services; there by authorities have spread the 
risks and hardships equitably amongst officers of all Arms and Services of 
Indian Army. Indian Navy and Indian Air Force respondents have rated 
such a measure as No. 8 and No. 7 respectively. Possibly, it is due to 
inapplicability of this measure to their respective service. 
'Encouragement to women to join the officers cadre', was rated 
as No. 7, 5 and 4 by lA, IN and lAF respondents respectively. Due to 
limited employment of woman in soft jobs only, their male counterparts 
have not taken their recruitment very kindly. The relatively comfortable 
and easy life of Indian Navy and Indian Air Force find these women 
counterparts better employable in their respective services. Hence, the 
effectiveness of this measure has been rated higher by these two sections 
of defence respondents. 
'Increasing attachment period of newly commissioned officers 
from supporting Arms/Services with combat Arms' was rated No. 
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6 by both Indian Navy and Indian Army and No. 4 by lAF respondents. 
Due to risky and tough working conditions of combat Arms of Indian 
Army, such a measure has been instituted. Officers from other softer 
arms and services should also experience hardships and professional 
hazards. Such a measure has not been implemented in Indian Navy and 
lAF. 
'Re-Employment of Retired Officers of the ranks up to 
Colonel/Equivalent in the appointments tenable by 
Captain/Major/Equivalent' was rated as No. 8 both by Indian Army and 
Indian Navy and No. 6 by Indian Air Force respondents. Due to early 
retirement age of officers in the Armed Forces, such a measure has been 
instituted. These re-employed officers are assigned relatively easier jobs 
in rear areas, keeping their age factor in view. Due to their limitations of 
employment, Indian Army and Indian Navy respondents find such a 
measure lesser effective than lAF respondents. Such officers continue to 
draw their last pay (drawn at the time of retirement) and serve upto 58 
years of age. They have the option to quit the service with one month's 
notice. And the contract of re-employment is renewable every two years. 
'Encouraging Personnel Below Officers Rank to shoulder 
Enhanced Responsibilities' was rated as No. 9 by Indian Army, No. 7 by 
Indian Navy and No. 5 by Indian Air Force respondents. The poor literacy 
standard of Indian Army PBOR compared to Indian Navy and Indian Air 
Force restrict their employability. These PBOR lack initiative, tact and 
Officers -like-Qualities. They have been encouraged to take only 
structured decisions in specified circumstance only. Possibly, with the 
rising educational and awareness levels of PBOR, there will be greater 
delegation of responsibilities in future. As it happens in Armed Forces of 
developed countries like USA. 
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'Media Campaign-Do you have it in you?' was rated as No. 11 by lA 
respondents and as No. 8 by both IN and lAF respondents. Due to urban 
bias of the campaign, the rural and semi-urban youth from lower middle 
class find the media blitz as lack-lustrous. Life style depicted is snobbish. 
'Filling up Vacancies of Officers through PBOR' was rated as 
No. 10 by both lA and lAF respondents and as No. 9 by IN respondents. 
Lacking in leadership qualities, initiative and creativity, these PBOR are 
suitable for routine jobs only. 
'Mobilizing Territorial Army Officers for Employment in 
Insurgency Affected Area' was rated as No. 12 by lA respondents and as 
No. 8 and No. 9 by IN and lAF respondents respectively. Territorial Army 
is the second life of defence and its personnel are employed for rear area 
security during war and for internal security duties and counter 
insurgency tasks during other times. Territorial Army has a nucleus of 
Regular Army personnel. Others are part time employees who get 
embodied for 2-3 months in a year for training. However, these units are 
being employed for a full 2-3 years tenure in Insurgency affected areas. 
'Diluting Selection Standards' was rated as No. 13 by Indian 
Army respondents and as No. 10 and NO. 9 by IN and lAF respectively. 
Lowering of selection standards to accommodate inferior candidate is 
highly undesirable. Because during a war, there is no prize for runners up. 
Due to professional hazards and poor promotion prospects in the Armed 
Forces, meritorious students opt for other lucrative avenues available in 
the country. Though, there is no dearth of unemployed youth in India but 
of late, poor quality youth who do not find place in other services opt for 
the Defence Services as a last resort. 
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'Curtailment of Pre-Commission Training Period' was rated as 
No. 14 by lA respondents and as No. 11 and No. 10 by IN and lAF 
respondents. This measure militates against the popular saying, 'The 
more you sweat in peace, the less you bleed in War'. It was a short-lived 
measure. The original training period has been restored. 
Inference; Analyzing the average numerical score, these measures range 
between 'Least Effective' and 'Somewhat Effective'. It shows that these 
are adhoc measures. The knee-jerk reactions by the Government of India 
are far from Satisfactory. The shortfall of manpower has continued, 
affecting the operational efficiency of the Armed Forces. Concrete 
measures are required to make the Armed Forces recruitment attractive 
to the youth. These measures have to be compatible with internal and 
external environment and socio-economic aspirations of Indian youth. 
6.30 Suggested Measures By Defence Respondents for Attracting Youth 
towards the Defence Services. 
In the third question of the questionnaire, the defence respondents 
were asked to suggest measures that can improve the attractiveness of 
Armed Forces as a career option for modem day youth. In this section, 
we have measures suggested by Defence respondents to attract youth 
towards the Defence services. For ease of understanding, these measures 
have been categorized into various 14 types - Manpower Planning, 
Recruitment and Selection, Training and Development, Performance 
Appraisal, Compensation, Separation, Resettlement and Out placement, 
Media Management, Security, Leadership, greater sensitization of Civil 
Administration to problems of soldiers and their families, Manpower 
Planning, Organisational Restructuring and Career Management of 
Officers. 
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Chapter 6 Results and Discussion 
(Part-III) 
Suggested Measures for Improving Attractiveness of Defence Services 
6.301 Manpower Planning 
National Manpower Commission sfiould be constituted to formulate 
policies and monitor their implementation. The principle should be to 
utilize trained manpower by re-mustering it for other skills within the 
service or other national purposes. This will reduce manpower costs and 
increase attractiveness of a career in the Armed Forces. 
6.302 Recruitment and Selection 
To over come 30% shortfall of officers, compulsory military service or 
conscription should be introduced. The military profession being 
unpopular in most of the developed democratic countries, there are very 
few volunteers for it. USA practises conscription wherein every citizen 
has to render 3-4 years of compulsoiy military service as a national 
obligation. Govt of India has mooted a proposal for compulsory two 
months of military service in the first five years of service for all Group 
'A' Central Services Officers. This way each Group 'A' service officer 
would have served for one year in the Defence Services in the first five 
years. Once the proposal is implemented, conscription will be made as a 
mandatory requirement for promotion in various civil services including 
corporate sector. 
6.303 Training and Development 
Amongst various measures suggested by Defence Respondents to 
improve the ranking of Defence Services with regard to training and 
development, reservation of seats for wards of Defence personnel was 
ranked as No. 1 measure. The other measures in the decreasing order 
were inclusion of questions on Defence services in all examinations, 
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popularization of distance learning programmes and establishment of 
Defence Universities, implementation of Code of Ethics for officers, 
introduction of Quiz on Armed Forces for students, training of civilians in 
military matters and revision of policies on Officers Cadre Management. 
• Due to frequent unscheduled moves of Defence personnel, their 
children's education is affected greatly. In many states, vacancies 
in professional courses like MBBS and Engineering, seats are 
reserved for students, who have spent more than specified period 
in that state. Thus, many children of defence personnel are loser 
on this score. A fair education policy in a state and at the Centre 
should waive off the domicile criteria for the wards of defence 
personnel 
• For greater awareness about the Armed Forces, questions 
should be included on Defence matters in all examinations of 
schools, colleges and universities. Some universities have 
Military Science or Strategic Affairs as a subject in institutions. 
However, due to poor response of students, the economic viability 
of such programmes become questionable. Secondly, poor 
employment potential of this subject discourages many keen 
students to pursue higher studies in this discipline. Generally, 
Generals and Officers of Indian Foreign service are considered 
expert strategic analyst. Thus, leaving employment seeking young 
military scientists and strategists high and dry. To popularize the 
subject, a Defence University is being set up at Amritsar in 
Punjab. In addition, there is a need for introduction of quiz 
programmes both in the print and electronic media to arouse 
interests of citizens in military affairs. 
• For greater literacy in the Armed Forces, correspondence courses, 
On-Line education programme transmitted by IGNOU like 'Gyan 
Vani' on All India Radio and 'Gyan Darshan' on Door Darshan 
should be popularized for personnel posted in far-flung Border 
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Areas. Besides, being cost effective, such programmes dispense 
with formal classroom attendance. Such educational amelioration 
of all ranks will benefit both the individual and the organization. 
The organization will benefit through improved decisions making 
capability of its educationally upgraded personnel. Individuals 
will be better poised for post retirement settlement. Armed Forces 
HQ have already set up Regional Centres of IGNOU at all 
locations of command HQ. In addition, officers are encouraged 
to avail study leave. 
In order to emphasize the morality of Military Service and to 
shield officers corps from disruptive societal values, a Code of 
Ethics need to be adopted for each service. It may be on similar 
lines as for members of Judiciary or Journalists. Some precepts 
for inclusion are the recognition of the primacy of personal 
honour, obligation of duty, command and professional approach, 
subordination of self/group/branch interests in favour of 
organizational interests. General Chetwode has aptly said, 
'Safety, Honour and Welfare of the Country come first, always 
and every time; Welfare, Safety and Comforts of the Men you 
Command come next; Your Own Ease, Comfort and Welfare 
Come Last, Always and Every time'. 
• Civilians posted at Armed Forces HQ and at Ministry of Defence 
(MoD) should be made to undergo a capsule course about 
Military Affairs by United Services Institution of India. This 
will enhance the understanding of civilians about Armed Forces. 
• Officers Cadre Management Policies should be redrawn to a 
more challenging, varied and rewarding career. This will improve 
the job satisfaction levels, motivation and morale of officers 
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6.304 The present Performance Appraisal System has an element of 
subjectivity. It relies heavily on the Initiating Officer (10). There is a 
need to replace it by 360 Performance Appraisal. An appraisee needs 
to be evaluated not only by these superiors but also by his peers, 
subordinates and others, with -whom he interacts during the period 
under review. This will bring in better understanding between 
appraiser and appraisee. Presently, the Armed Forces use the Annual 
Confidential Reports (ACR) to control the behaviour of officers 
making it the instrument for promotion, decision regarding postings 
and course seats. Performance Appraisal is not seen as a feedback to 
the officer regarding his strength and weaknesses and to give him an 
opportunity for self-initiating change and development. The 
organization is not perceived as benign or even neutral. Officers 
bitterly deride it as an elimination and not selection system. 
6.305 Promotion Policies in the Armed Forces need to be rationalized on 
the lines of lAS/IPS/Allied Forces. Officers' seniority should be 
refixed after 10 years of service. A faster track should be afforded to 
officers of exceptional merit. Each officer should enjoy same 
promotion prospects as in lAS/TPS/AlIied Services. The present trend 
of inflated and deflated numerical ratings in ACR can be curbed by 
introduction of this system. The Government of India constituted 
Bagga Committee to look into the promotion prospects of Armed 
Forces officers. The committee submitted its report during July 2002 
suggesting additional vacancies at Lt Col and above and ACP upto the 
rank of Colonel/Equivalent. The recommendations have not yet been 
implemented by the government. This will require a major 
restructuring of the Field Formations, Ship and Off-Shore 
Establishments and Air Force Stations. 
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6.306 Amongst the measures suggested with regard to Compensation, 
realistic pay scales was the most dominant one. It was followed by 
development of cantonment with family accommodation and 
amenities in border areas, 100% family accommodation in peace areas 
and improvement in Quality -of-Work -Life (QWL). 
• Pay scales for Armed Forces personnel should be made more 
realistic, in tune with hardships, risks, qualifications, 
responsibilities involved in a particular rank and appointment. 
Like any other foreign armies, 'X' factor compensation covering 
the professional hazards (Military Service Pay) needs to be 
considered. This will make the Armed Forces attractive to 
youngsters. The former Chief of Army Staff and presently Rajya 
Sabha MP, General Roy Chaudhary rightly observed that for 
effective security of the country, citizens will have to pay a high 
premium in the form of better Pay and Allowances to all ranks of 
Armed Forces. 
• Cantonments with family accommodation and amenities should be 
established in border areas. It will enable soldiers to stay with 
family and perform better on the job. Pakistan Army and other 
western armies have cantonments very close to border. Secondly, 
100% accommodation should be assured for personnel in peace 
areas. The Government of India has sanctioned an ambitious Rs 
20,000 Crores Armed Forces Family Housing Project, to be 
implemented in a phased manner. Presently, Infantry soldiers in 
peacetime locations have only 14%) of family accommodation. 
This permits them to stay, for 6-8 months only with their families 
during a peace tenure of two and a half to three years. 
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• Quality -of-Work-Life (QWL) of personnel needs to be improved 
by providing them modern gadgets. Replacement of 7.62mm Self 
Loading Rifle (SLR) by 5.56mm Indian National Small Arms 
System (INSAS) or AK-56/47, complete automation of office 
work, better protective gears like bullet proof jackets and helmets 
for troops operating in insurgency environment, provision for 
Armoured wheeled cars for movement in built-up-areas in 
militancy affected areas, thermal imagers and image intensifiers 
for effective surveillance need attention. Similarly, provision of 
Advanced Jet Trainers (AJT) for lAF is bound to reduce the 
present aircraft accident rate. Obsolescent aircraft carrier INS 
Virat needs to be discarded and a sophisticated aircraft carrier be 
acquired for Naval personnel. Improved and new generation 
weaponry boosts confidence, morale and motivational levels of 
personnel. This in turn, improves the attractiveness of Armed 
Forces as a career option. 
6.307 Amongst the 'Resettlement and Outplacement' measuring suggested 
by Defence Respondents, lateral induction of Defence Services 
Officers into similar jobs in civil services was rated as No. 1 
measure. It was followed by a full career in government for ex-
servicemen upto the age of 60 years, creation of suitable 
appointments in Civil Administration for ex-servicemen, 
appointment of retired Armed Forces Officer in decision making 
bodies like Corporation, Universities etc and establishment of a 
department for welfare of Ex servicemen both at the central and 
State level. 
• Armed Forces personnel retire at an early age and provide a vast 
reservoir of trained and disciplined manpower. Lateral 
induction of Armed Forces Officers into similar jobs in PSUs 
and civilian setup will go a long way in ameliorating the 
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resettlement problems of Officers. It should be done on voluntary 
cum merit basis. Naval Officers and Air Force pilots find suitable 
employment with Merchant Navy and Civil Aviation due to their 
similar service experience. Arrny Officers, especially from 
Infantry are considered trained in security related matters only. In 
fact, these officers are skilled in all aspects of Human Resources 
Management (HRM), event management, financial and 
managerial accounting as holder of Regimental, Public Fund and 
Imprest Fund and hospitality aspects, being the manager of 
Officers Messes. 
• A full career in government for ex-servicemen upto the age of 60 
years will considerably reduce the resettlement task. Presently, 
the truncated career, wherein bulk of the officers retire in the age 
bracket of 52-54 years is unjust. During this stage, the children of 
the personnel are too young to be settled both vocationally and 
matrimonially. The parity with other State/Central government 
officials with regard to age of retirement will strengthen a sense of 
social security. It will improve the attractiveness of Armed Forces 
as a career. 
Suitable jobs should be provided to Ex-servicemen in Civil 
Departments. The government should institute a mechanism 
that ensures re-employment of all Ex-servicemen on voluntary 
basis. Presently, the state of re-employment is very dismal. Only 
30-40% of retiring personnel get absorbed. The present 
departments for welfare of ex-servicemen called Kendriya Sainik 
Board, Rajya and Zilla Sainik Board need to be re-organized and 
restructured. A legislation is required to be enacted both at the 
Centre and the states. Placement being a highly specialised field, 
professional firms should be hired for this purpose. Retirees 
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Association should be homogenous. Each state ought to have a tri-
service association under an umbrella confederation. They should 
Control their environment and promote their social, economic and 
representational interests. 
• Many retired senior officers of the Armed Forces have done 
successful tenures as governors of insurgency affected states, 
Vice-Chancellors of crisis-ridden Universities, Chairman of 
PSUs, State and Union Public Service Commissions. However, 
the number of such officers in such appointments is negligible. 
Bureaucrats and IFS Officers due to their close proximity to 
politicians manage such plum posts for themselves. 
6.308 Amongst the measures suggested for improving the attractiveness of 
Armed Forces as a Career Option, constitution of a separate Pay 
Commission was rated as No. I. It was followed by constituting an 
officers' cadre by a high proportion of Short Services Commissioned 
Officers (SSCOs). In addition, respondents suggested formation of 
Armed Forces Pay Review Board, appointment of Chief of Defence 
Staff (CDS) and introduction of an Integrated and interacting System 
in which politicians bureaucrats and the military participate 
collectively for decision making. Other measures suggested in 
descending order were better political management of the Armed 
Forces, need for socio-political interaction with outside world, 
requirement for better coordination between military and civil wings 
of Defence Services in MoD, establishment of Defence Services Bank 
and election of Defence Minister from amongst one of the retired 
Armed Forces Chiefs. 
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• Keeping in view the peculiar service conditions in tlie Armed 
Forces, a separate Pay Commission and Pay Review Board 
should be constituted. Such a commission should tal<:e into 
account hard and risky operational and living Conditions, frequent 
unscheduled movements all over India, separation from families. 
It is generally observed that Chairmen and non-bureaucrat 
members of pay commission are sympathetic to the Defence 
Services when they visit and see the conditions in units serving in 
frontier and other field areas. However, they seem to become 
oblivious of these observations when making recommendations to 
the Government. Possibly, it is under the influence of members 
who are either serving or former bureaucrats. Hence, there is a 
requirement of a separate pay Commission for the Armed Forces. 
A vast majority of political leaders have limited idea of the 
Defence Services, except perhaps the fact that they participate in 
Republic Day Parades. So, it has been a case of 'Remembering 
God and the Defence Services only when facing trouble.' 
• Officers Cadre in the Armed Forces should be constituted by a 
high proportion of Short Service Commissioned Officers 
(SSCOs). No. officers' cadre can afford to fill its entire 
requirement by recruiting Permanent Regular Commissioned 
(PRC) Officers. This will lead to a large percentage of these 
officers being superseded at the ranks of Major, Lieutenant 
Colonel and Colonel (in all about 70%). Supersession leads to 
demotivation and no army can carry such a large percentage of 
demotivated officers. After due analysis, it was established in 
1980 that PRC officers should form only about 30-35% of the 
cadre strength and the balance should come from 'Supporting 
Cadres' like the 'Special List Commission' 'Army Cadet College 
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Entry Scheme', and 'Short Service Regular Commission (SSRC)'. 
Since Regimental Commission and Special List Commission Cadres 
have their limitations, the bulk of the supporting Cadre has to come 
from SSRC category. Recruitment into the SSRC category is made 
from Non Technical Graduates who are taken for an initial period of 
engagement of five years, extendible in selected cases to ten years. 
As an incentive to attract candidates in adequate number, about 30 to 
50 percent of them are selected for the grant of PRC after completion 
of five years of commissioned service. 
• For effective strategic, tactical and technical control of the 
Indian Armed Forces, the appointment of Chief of Defence Staff 
(CDS) need to be institutionalised. This will ensure one-point 
advice to the Government and will discharge his operational 
responsibility through theatre commanders. The respective chiefs 
of staff of three services, with their span of control made more 
manageable, will be able to devote more time to presently 
neglected housekeeping functions. This one measure will also 
improve jointness - doctrinal, operational and organizational. And 
also cost - effectiveness of the Armed Forces. 
» An integrated and interacting system in which politicians, 
bureaucrats and the military participate collectively should be 
introduced. This will improve the cost effectiveness of decision 
making and develop mutual under- standing of complex issues 
having multi dimensional character. 
• Better Political Management of the Armed Forces is the need of 
the hour. Political attitude towards the Armed Forces is 
characterised by acquiescence to government proposals and 
appropriations. National security is every citizen's responsibility, 
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which he exercises through his elected representative. The latter, 
through genuine interest and informal debate is expected to keep the 
government alert towards defence requirements. They hold it 
accountable for lapses and improve the management of the Armed 
Forces. Political parties when in opposition should have defence 
spokesperson and develop a group of party men who are considered 
experts in national security affairs. A Defence Information System 
designed to provide information on security related issues, and to 
arrange presentations , seminars and visits for the elected 
representatives should be established. Political parties should 
support candidature of retired military officers to the Upper House of 
Parliament so that expert advice on military matters is 
instantaneously available. Political leaders should adopt paternal 
attitude towards the Armed Forces, because of their exceptional 
liability and commitment. The role of the Armed Forces should 
figure in the constitution of India. This is an essential step for 
building national consensus on defence missions. The government 
and the Armed Forces should encourage the expansion of the 
strategic community by referring strategic, defence and 
organizational issues to the universities and think tanks. 
• There is a need for greater socio-political interaction with 
outside world. Links can be established through exchange of 
personnel between Universities and other Military Training 
Establishments. Deputation of officers to other organs of the 
government, socializing with other officers and professions should 
be encouraged by making them honorary members of our Services 
Institutes. This will sensitize them to the needs of the Armed 
Forces. 
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• There ought to be mutual respect and confidence between the 
military and civilian arms of the Ministry of Defence (MoD). 
Integrared planning, implementation, independent evaluation and 
monitoring of DRDO and defence production projects are 
required. 
• The proposal to establish an Army-Navy-Air Force Bank may be 
examined in detail. Ex-servicemen need to be made more aware 
of their collective contribution in economic terms also e.g., the 
land and property they own. And their 'Purchasing Power' in the 
community, which creates job and support services. They should 
assert their due place in community affairs. 
• The three services may form Defence Officers' Association. It 
should be apolitical, non-profit making with the aim of promoting 
proper recognition of military profession. It should seek to 
educate the public, the political elite and business houses on 
important defence related issues. 
• Defence Minister need to be one of the retired Armed Forces 
chiefs as in USA, UK or Israel. Presently, the political leaders 
lack strategic vision and understanding of military affairs. He 
should be a perceptive manager of a high bipartisan standing 
inspiring admiration and respect. His office should have a small 
military staff for independent input and advice on latest 
operational developments. 
6.309 Sensitize Civil Administration towards the domestic problems of 
soldiers. Mr. George Fernandes, Defence Minister of India had 
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directed bureaucrats in MoD to visit soldiers in Siachen Glacier for 
a better understanding of their needs and problems. The 
accountability of bureaucrats towards the Armed Forces and their 
families needs to be ensured through a mechanism. Their present 
apathetic attitude needs to be set right. 
6.310 Amongst the various measures suggested with regard to Media 
Management, institutionalisation of Official Codes was rated as No. 
1. It was followed by the need for a specialised organization to 
project the unique character of challenge. Other measures in 
decreasing order were rationalisation of warrant of precedence, 
healthy Civil Military relations, national literary effort for greater 
awareness about Armed Forces and awareness campaign for ex-
servicemen about their collective economic contribution. 
• Detailed Official Codes should govern service media interaction. 
The erstwhile veil in the form of 'Holy Cow' image of the Armed 
Forces needs to be pierced in the interest of objectivity in 
reporting. The 'Right to Information' of the citizens in democratic 
India needs to be preserved. However, need for retaining security 
of tactical information and interests of nation entail filtering of 
information during a National Emergency. The role of media as a 
force multiplier during Kargil War amply demonstrated to arouse 
patriotic fervour. And Indian Public contributed generously for 
war widows and disabled soldiers. 
• There is a need for establishment of a specialised organization in 
each service and at chief of staff committee (COSC) level to 
persistently project the unique character of challenge of life in 
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the Armed Forces. Warrant of precedence needs to be rationalized; 
government and the society should recognize the deep injustice 
done to the officers' cadre. Downgrading its status in the warrant of 
precedence by upgrading bureaucrats did it. Equations in the warrant 
should take into account the length of bureaucrat's service as was 
done before 1947. The reduction of the power and influence of senior 
officers by the governments lowers their authority and respect. It 
makes them appear inept to subordinates. This impacts adversely on 
the internal cohesion of the Armed Forces. Armed forces should 
delink themselves from the warrant of precedence. Else, the warrant 
of precedence may be amended. Armed Forces Chiefs may be made 
equivalent to Cabinet Secretary. Army CdrA'Mce Chief/Equivalent 
may be made equivalent to Principal secretary (Lt Gen- Secretary, 
Maj Gen- Special Secretary, Brig-Addl Secretary, Col- Joint 
Secretary, Lt Col- Director, Major-Joint Director, Capt Deputy 
Director and Lieutenant/Equivalent-Under Secretary). 
• Efforts may be made to maintain healthy Civil Military 
Relations. The modem officers corps is termed a professional 
body and the modem officer a professional man. It is like any 
Advocate, Physician or an Engineer. The society, the state or even 
the Officer Corps is not fully aware of it. Therefore, the Officer 
Corps does not get the same respect from the society as other 
professionals. The Indian republic has depended on the Armed 
Forces most significantly in times of deteriorating law and order 
situations and national calamities. However, no study has been 
undertaken about deteriorating Civil Military relations. There is a 
need for sponsoring such a study. 
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9 Armed Forces need to promote Literature-Essays, Short Stories, 
Plays and Novels in English, Hindi and other Indian languages. 
In due course, literature about the forces should become a vibrant 
part of the national literary effort. This will enhance awareness 
levels of youth about our Armed Forces. 
6.311 The state needs to improve its political management so that internal 
problems are not sought to be resolved through prolonged 
employment of the Armed Forces. Frequent deployment of troops in 
'Aid to Civil Authority' gets them into unnecessary controversies. It 
affects attractiveness of the Armed Forces as a career. Cases of 
Human Rights violations by troops in insurgency-affected areas 
besmirch the credibility of Armed Forces. As in the case of National 
Defence, structures and institutionalised processes for strategic 
planning and operational control of Internal Security must be created. 
6.312 In order to emphasize the Morality of Military Service and to insulate 
the officers cadre from Moral Decadence, a Code of Ethics needs to be 
adopted by each service. For greater acceptance, such a code should be 
developed by consensus. Some precepts for inclusion are the recognition 
of the primacy of self-esteem, discharge of duties, professionalism in 
conduct, chivalry and self-sacrifice. Service before Self and observance of 
austerity in personal life. The top brass should refrain from approaching 
Civil Courts for redressal of their grievances. Washing the dirty linen in 
public as done by a sacked Admiral and a Kargil Brigade Commander 
erodes confidence of youngsters in the Armed Forces. 
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6.4 Summary 
This chapter dealt with analysis of data obtained from students and Armed 
Forces respondents. The students were asked about the degree of involvement of 
various individuals in the choice of their career, ranking of various professions, 
degree of importance of various motivators while choosing a job and measures 
to overcome the shortfall of officers' manpower. It was found that father is most 
intensely involved in the choice career of their wards. Secondly, amongst 
various professions, IAS was the most popular. Thirdly, amongst various 
motivators, 'Opportunity to Earn a Lot' over helmed the minds of student 
respondents the most. Fourthly, compulsory Military Training was the most 
frequently suggested measure to attract modern day youth towards the Armed 
Forces. Applying the chi-square test to establish the degree of significance of 
relationship between ranking of Defence Services and demographic profile of 
student respondents, it was revealed that there is positive relationship between 
ranking of defence services by student respondents and their demographic 
profile. The defence respondents were asked three questions. The first question 
dealt with reasons for shortfall of officers. It was found that subjectivity in 
performance appraisal leading to high supersession rate was responsible for 
youngsters shying away from the Armed Forces. Secondly, measuring the degree 
of effectiveness of various measures instituted by the Armed Forces to overcome 
the shortfall of officers, marginal improvement in promotion prospects for the 
substantive ranks of Captain/Equivalent (from 6 years to 5 years), 
Major/Equivalent (from II years to 10 years) and Lt Col/Equivalent (from 21 
years to 20 years) was found to be the most effective measure. And thirdly, 
amongst the various measures suggested for improving the attractiveness of 
Armed Forces, further improvement in promotion prospects at par with IAS/IPS 
was rated as No. 1. 
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Chapter 7 
Implications and Suggestions for Recruitment Policies of Armed Forces 
7.1 Context: The recruitment policies of Indian Armed Forces were 
inherited from the British Indian Army, Navy and Air Force at the time 
of independence. It has been kept updated with the socio-economic 
development of Indian society, technological development of 
weaponry and the art of warfare. The advent of tank technology in the 
wake of first world war (1914-1918), enmasse employment of 
transport aircraft for achieving strategic mobility from one theatre of 
war to another necessitated change in tactical doctrines and 
recruitment policies. Similarly, evolution of Nuclear, Biological and 
Chemical warfare (NBC warfare), Missile technology, Laser Guidance, 
Automated Data Processing System required soldiers of the yore to 
upgrade their skills, attitude and behaviour to keep pace with demands 
of time. Improvement in Quality of work life (QWL), physical 
comforts and per capita income of Indian citizens in an era of 
globalization, liberalization and privatization of Indian economy have 
caused a paradigm shift in the motivational levels of youth for a career 
in the Defence Services. Progressive and capable Indian youth are 
fascinated by 'Opportunity to Earn a Lot', 'Job Security', 'Security of 
Self and Family', Prestige in Society', Tower and Authority', 
'Challenging Work' and host of other motivational factors in the 
choice of their career. Earlier factors like 'Opportunity to Serve the 
Nation', 'Adventurous Life Style', 'Glamour of Uniform', 'Honour 
and Gallantry Awards', 'Feeling of Togetherness Among Fellow 
Workers or Camaraderie' fascinated youth. They thus opted for a 
career in Defence Services. Now, these factors no longer fascinate 
youth, posing a grave challenge to Indian Defence recruiters. The 
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persisting shortfall of about 30% Anned Forces Officers has continued 
despite a number of a adhoc measures instituted by the Ministry of 
Defence. It has affected operational effectiveness of forward units. 
Now, soldiering appears more stressful and less adventurous to 
applicants. 
Till independence, both in India and UK, the officers of the 
Armed Forces came from an exclusive class of the society. Through 
legacy, Indian Army is patterned on lines of the British Army. In India, 
scions of noble families provided leadership for the Defence Services. 
The social and economic renaissance of the country has radically 
changed the recruitment pattern in the Indian Armed Forces. The 
recruitment is no longer the preserve of socially exclusive classes. The 
concept of martial races is also no longer that significant. Earlier, a 
career in the Armed Forces was more a matter of tradition. Now, this 
is just another means of earning a livelihood. The youngsters of today 
are more materialistic in their outlook. Earlier it was a taboo to discuss 
emoluments. Today the young officer is better informed, and has no 
inhibition in discussing service conditions. This new consciousness 
necessarily leads to comparison of Career in Armed Forces vis-a- vis 
other services in terms of emolument, perquisites, living conditions, 
promotion prospects and status in society. The attraction of capable 
youth into the Armed Forces is a national requirement. General Omar 
Bradley has rightly said, " Inferior inducement brings second rate men; 
second rate men bring second rate security. In war there is no prize for 
the runner up." 
7,2 Recruitment Policies during Pre and Post Independence Era and 
Upto 70s 
Indians were admitted to the officers' class, only from 1923 as King 
Commissioned Indian Officers (KCIOs) and then from 1932 as Indian 
Commissioned Officers. They were commissioned from the highest 
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and affluent Indian families and those professionals who were 
committed to the British Indian Empire. These officers were then 
insulated and fully anglicized to turn out Br Indians. 
The ethos of these officers was to obey, to be just in exercising 
their own command and to be concerned about the welfare of their 
troops. There was an obsession with games. Officer Like Qualities 
included sociability, holding one's drink, attachment to regiment, 
camaraderie etc. It was an axiom that a mystique was created around 
the officer class. 
The Britishers unified Army through a complicated admixture 
of class pride, religious symbolism, unit traditions (the fetish about 
uniforms, ceremonies, mess drills), ideals of duty and loyalty, liberal 
pays and post retirement pensions/ government land. The special 
features that the Indian Army inherited from the British was its non-
political nature and tradition of subservience to civil. 
After independence, recruitment to all ranks in the Army was 
thrown open to men of all religions, races, castes and regions of India. 
Restrictions on men from UP, Bihar, Madras and Bombay regions 
enlisting in the Army were removed. At the time of independence the 
military officer class was of the same stock as the civilian bureaucracy. 
Gradually, but more speedily after 1962 and 1972 the changed 
socio-economic class composition of the officer cadre had become 
noticeable in the Defence Services. The factors responsible for the state 
of affairs was widening of alternative employment opportunities in 
IAS, IFS, in business houses, agriculture, private entrepreneurial 
enterprises etc leading to sons of higher classes turning to more 
prestigious and remunerative jobs. The Armed Forces Officer's profile 
dropped to lower middle class and middle class of the society. 
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Army Officer's career has lost attractiveness is obvious. This 
has led to an acute situation ofunder-subscription to the officer cadre. 
Factors responsible are not only more remunerative and prestigious 
alternative employment opportunities and inherent professional 
hazards but also some inbuilt disadvantages of military service itself 
such as lack of long term career opportunities and disturbed family 
living conditions which are inadequately compensated for. The key 
problem is early retirement with scant regard to retiring and retired 
personnel. 
^Catch them Young' was the main motto of recruitment 
planners at the time of independence. Keeping this in view, Joint 
Services Wing (JSW) was established at Dehra Dun during 1949. Late 
Jawahar Lai Nehru, the first Prime Minister of India envisioned that 
capable, young, impressionable and mouldable Schoolboys of the age 
group 15-17 1/2 years were more receptive, motivated and suited for 
transformation into junior military leaders. The Joint Services Wing 
was later rechristened as National Defence Academy, (NDA) and 
shifted to Khadakvasla in Pune during 1954, on completion of its new 
campus at its permanent location. It was to act as Cradle of 
Leadership. The training at this Academy is planned on the lines of 
the British Military Academy at Sandhurst and US Military Academy 
in West Point. 
The educational qualification for applicants was a mere matriculation 
or High School. Union Public Service Commission conducted the 
written test in Mathematics, English and General Knowledge. Those 
who qualified in the written tests were put through rigorous Services 
Selection Board Tests. Later, the minimum qualification required was 
raised" to Higher Secondary (Class XI) from Matriculation during 70s 
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to keep pace with demands of time and new technology. The age limit 
was raised from 15-17"^ years to 16-18"^ years. During 80s, the 
minimum qualification was again raised to class XII and age limit 
enhanced to 16" -^19 years. After three years of training at NDA, the 
cadets are being awarded Bachelor degree in Science and Social 
Science by JNU, New Delhi since 1975 onwards. Similarly, for Indian 
Military Academy (IMA), Dehra Dun, Flying college, Jodhpur and 
Naval Academy, Cochin, minimum educational qualification required 
was Intermediate (Class XII) at the time of independence and upto 
1974. The age limit prescribed was 18-21 years. After 1974, the 
minimum educational qualification was raised to graduation in Science 
or Humanities depending upon the branch of these services opted for. 
The age limit was raised to 19-23 years. 
Similarly, the age limit and educational standards for Short 
Service Commission in Defence Services were also raised. Earlier, the 
written test for Short Service Commission was dispensed with. 
Services Selection Boards screened eligible candidates for their 
suitability. During 1960s ^Sainik Schools' were started to provide 
public school education with military bias to future military leaders. 
These schools, almost one in each state, under supervision of Sainik 
School Society of Ministry of Defence (MoD) were to act as feeder 
institutions to National Defence Academy. Earlier to that, Rashtriya 
Indian Military College (RIMC), Dehra Dun was established in 1924 
(Then called Prince of Wales Indian Military College ) to act as a 
feeder institution to Military Academy, Sandhurst (UK) and IMA. 
The recruitment policy of Indian Armed Forces has remained 
secular after independence. There are no reservations for any category 
unlike Civil Services and Paramilitary Forces recruitment. 
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The debacle of 1962 Indo-China War saw introduction of 
Emergency Commission. It was aimed to recruit youth en masse into 
the officer's cadre of Army with relaxed Standards. After rendering 
five years of service, many of these officers were discharged without 
proper rehabilitation. Men up to 35-40 years of age were recruited to 
make up the shortfall of Officers manpower. During 70s, introduction 
of Combined Defence Services Examination (CDSE) modified the 
practice of conducting separate written tests for IMA, Flying College 
and Naval Academy. 
7.3 The Present Recruitment Policies and Motivation of Indian Youth 
During 70s educational standards and age limit of recruitment into the 
Officers cadre was raised. This was done to achieve uniformity with 
other Civil Services and to meet the demands of modernization of 
weaponry and technological development in the country. The secular 
ethos of recruitment has remained unchanged despite political 
pressure on several occasions. 
Noting the shortfall, to the tune of 30%, in the Officers Cadre, 
Armed Forces resorted to a change in recruitment policies. 
Recruitment of Unmarried/Divorced and issueless women was started 
during 1992 on trial basis, for a short term of five years initially. Later 
on, the term of selected girls was extended to ten years on voluntary 
basis. These lady officers were employed on softer jobs like 
Intelligence, Education, Engineers and Telecommunications and as 
Law Officers. But their present number is minuscule as compared to 
their male counterparts. 
Another change in the Recruitment Policy is engagement of top 
advertising agency ^Hindustan Thomson Associates (HTA) for both 
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print and electronic media blitz. This is to attract capable youngsters. 
The campaign 'Do you have it in you?' has had lack-luster effects on 
the motivational levels of youth, being targeted at urban youth i.e. 
Engineers, MB As etc. 
Other measures instituted by the Armed Forces to overcome 
shortfall of officers like re-employing retired officers, marginal 
improvement in promotion prospects of officers, introduction of 
Special Commission Officers (SCOs) to encourage Personnel Below 
Officer Ranks (PBOR) for greater responsibilities, stipend of Rs 8000/-
for trainees at pre-commission Academies, Embodiment of Territorial 
Army Officers for longer duration, increasing intake of Short Service 
Commissioned Officers (SSCOs), lowering standards of recruitment at 
Services Selection Boards have been found to be between 'Least 
Effective' and 'Somewhat Effective' by the investigator. Being adhoc in 
nature, these are mere knee-jerk reactions by the Government of India 
and do not address the actual problem. 
The student respondents accorded the highest priority to 
motivators like ^Opportunity to Earn a Lot', 'Power and Authority,' 
'Prestige in Society', 'Job Close to Home Town' and Job in a Large 
Metro'. The motivators which made Armed Forces as an attractive 
career option in days of yore like 'Opportunity to Serve the Nation', 
'Adventurous Life Style', 'Feeling of Togetherness among Fellow 
Workers' and 'Glamour of Uniform' were ranked lower in the order of 
preference by the youth respondents. This indicates a paradigm shift in 
the perception of youth. Possibly, the materialistic and consumerist 
culture of the globalized era, are responsible for the present state of 
affairs. 
The reasons for shortfall of officers in the Armed Forces 
identified by the Defence Respondents help us understand the key 
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deterrents for modem day youth while opting for a career in Defence 
Services. These factors demotivate them. Professional hazards like 
greater vulnerability to martyrdom in times of war and on Line-of-
Control (LOCyinternational Border (IB)/Counter Insurgency (CI) 
Operations, poor promotion prospects, subjectivity in performance 
appraisal, inadequate Compensation vis-a-vis risks involved, declining 
status of Armed Forces Officers in the warrant of precedence, 
prolonged separation from families, poor growth prospects, autocratic 
style of functioning of military leaders are important demotivators, 
spelt out by the defence respondents. 
lA General Implications 
Some of the obvious repercussions of changing motivation of youth, 
have been enumerated below: 
7.41. The importance of leadership in the army hardly needs any 
elaboration. // is also needless to say that the quality of 
performance by men shall depend upon the quality of 
leadership provided to them. That is why it is necessary that 
every officer must perform tasks that demand organizational 
and manipulative skills and tasks that demand heroic or 
personnel leadership. To perform leadership roles, an officer 
must be 'the right type' as the British call him. He must possess 
moral character, leadership ability and personal courage. With 
the current changes in the recruitment ideology and thereby 
lowering the standards of selection, there is a danger that 
leadership quality in the service may get adversely affected. 
We may have more and more service personnel who are not 
'the right type' and hence the professional efficiency would 
stand impaired. 
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7.42 The present trends, as observed in the economy, are making it 
difficult to get enough number of qualified people willing to 
join the Services. Most of the available hands in the market are 
opting for the Corporate Sector. It has been observed that 
many technical hands, particularly engineers, were not even 
interested in the military as a career. But being unable to find 
jobs in the civil sector they turned to military career. For them 
military career is a good service, though arduous one, but 
definitely not a faith. This trend can have an adverse effect as 
far as quality of technical expertise is concerned because :-
7.421 In the absence of non-availability of suitable technical hands, 
the new entrants may not be professionally sound, if taken in by 
lowering the standard; and 
7.422 The replacements may have to be made by promoting from 
Personnel Below Officers Ranks (PBOR) who have worked as 
foremen or mechanics etc. These replacements certainly would 
be inferior to the appropriately qualified hands. All these 
hurdles definitely may lead to lowering the technical standards 
in the services. With modernization and increasing 
sophistication of war technology, the second grade technical 
experts will definitely affect the professional efficiency of the 
soldier, with far reaching consequences. 
7.42.1.1 There is a danger that the rejects from the other 
professions may dominate the composition of the army. Those 
who would fail to find an avenue outside and are the left over 
or the 'inferior type' in the strict sense. Hence, the army 
profession would be left to be manned by mediocre only, or by 
those who would be attempting to rise higher in the socio-
economic ladder. Thus, a new and derogatory image of the 
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military profession may emerge, whereby it shall be considered 
a profession, which is ready to sell cheaply. During the tenure 
of former Chief of Army Staff (COAS), General V P S Maliic, 
Services Selection Centres in the country were directed to 
compulsorily recruit a minimum number of candidates from 
each batch, despite their inferior performance in the tests. This 
desperate step was taken to overcome shortfall of Defence 
Officers. The media reported it on a number of occasions. This 
will demotivate the handful of dedicated, idealist or elite, who 
would be willing to join the services for the love of it. 
7.43 An allied phenomenon observed, as an offshoot of the above 
situation, is the heavy drain on the trained manpower that is 
being caused as a result of increasing number of officers 
seeking premature retirement. A vast majority of them wish to 
quit the service, after completing minimum pensionable 
service, and seek an opportunity in the civil sector and start a 
second career at the earliest possible. At that matured age, 
when they have already attained some status, financial standing 
and experience, they do not find the Armed Forces financially 
lucrative, satisfying and challenging enough to induce them to 
continue further. Thus, on one hand the nation loses skilled 
manpower, having been trained at a very high cost, and on the 
other, it is forced to induct newer hands, which are inferior to 
their predecessors as highlighted earlier. These officers, 
quitting at a premature stage, also tend to serve as a reference 
group for the younger generation not to opt for the Services. 
7.44 From the foregoing, it can be said that the changes brought 
upon in the recruitment ideology for the Indian Defence soon 
after independence, with the intention of broadening the base 
for bringing about equality and national interaction have/had 
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their obvious derogatory effect on the professional standards of 
the Armed Forces. The situation got further accentuated as a 
result of the need for sudden expansion consequent to wars 
with China and Pakistan, and the changing socio-economic 
level of the country, which has made civil sector more 
lucrative. There is an obvious necessity to initiate deliberate 
steps to improve the terms and conditions of the Defence 
Services to ensure induction of the 'right type' and their 
continued retention. Hence the impact of changes in 
recruitment ideology can aptly be summarized in the following 
words: 
"There may not be shortage of volunteers for the Defence 
Services because of the staggering unemployment in our 
country. But in terms of quality, however, there is no doubt 
that the Defence Services are lagging behind in drawing the 
more promising boys from our Schools, Colleges and 
Universities. " And "if we fail to ensure that our Armed 
Forces get the pick of nation's youth, we may have to pay 
serious penalties for this lapse." 
This phenomenon is equally applicable to and is being 
experienced by all newer nations, who are traversing a similar 
path of industrialization and economic development. Thus, 
there is an obvious necessity to take effective steps to rectify 
the situation. 
7.5 Implications for the Recruitment Policies of the Armed Forces 
Based on Research Findings 
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7.51 This study indicates that mother is most highly involved in the 
choice of career of student respondents. This means that media 
campaign should target parents, especially mother, to increase 
their awareness level about the Armed Forces. This will enable 
parents to motivate their children for exercising career option 
for Defence Services. Besides, the role of other individuals 
likes Brother/Sister, Friends, Grand parents and relatives in 
shaping the choice for a career needs to be underlined. Suitable 
advertisements needs to be planned for both print and 
electronic media targeting all possible individuals especially 
parents of youth, urging/appealing them to motivate their 
children to opt for the Armed Forces by increasing their 
Defence Services awareness levels. 
7.52 Defence Services have received a rather low ranking among 
student respondents. There is a need of enhancing the rating of 
Defence Services as a career option. This may be done by 
incorporating the higher-ranking motivators of modem day 
youth in the recruitment policy of Defence Services. There is 
need to benchmark the service conditions of Armed Forces vis-
a-vis other Services. This will enable recruitment planners to 
know exact ground realities and take timely remedial measures 
to attract capable youth into the folds of Defence Services. 
7.53 The ranking of various motivational factors while choosing a 
career by student respondents indicate that ^power and pelf is 
the single most dominant factor. The motivators for youth for 
joining the Defence Services like 'Adventurous Life', 
'Opportunity to Serve the Nation', 'Camaraderie' and 
'Glamour of Uniform' are less appealing as compared to 
'Opportunity to Earn a Lot', 'Power and Prestige in Society', 
'Job close to Home and in a Large Metro'. This indicates that 
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service conditions in the Armed Forces in terms of families' 
accommodation for personnel, pay and allowances and need 
for higher status to Service Officers in the warrant of 
precedence require review by recruitment planners. 
7.54 The social environment of the country needs to be factored in 
the recruitment policy to attract competitive youth into the 
Armed Forces. Emerging single child norm is also responsible 
for deterring capable volunteers from venturing into the 
Defence Services. Such parents with only son/daughter need to 
be targeted by the media, quoting example oflegendry 'Panna 
the Governess/Nurse from Rajasathan who sacrificed her only 
son in order to save the life of future king ofMewar, toddler 
Rana Sanga, the young heir to the throne. Since motivators are 
subject to change with time and circumstances especially in the 
globalized, privatized and liberalized Indian economy, Indian 
recruitment planners can ill afford to ignore these vital aspects. 
7.55 The reasons of shortfall of officers given out at question No. 1 
of Defence Respondents indicate shortcomings of Indian 
Defence Recruitment Policies. These demotivators, like 
inequitable pay and allowances, poor promotion prospects, 
prolonged separation fi'om families due to inadequate married 
accommodation, subjectivity in performance appraisal, 
autocratic leadership and declining status in warrant of 
precedence et al which deter youth from joining the Defence 
Services, need to be removed through constant improvement in 
service conditions. These conditions available to officers of 
Defence Services of developed countries may be studied for 
their applicability in Indian scenario. The necessary changes 
may be incorporated in our Recruitment Policies for greater 
acceptance of Armed Forces as a career option. 
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7.56 'Somewhat Effectiveness' of various adhoc recruitment policies 
like recruitment of short service commissioned lady officers, re-
employing retired Officers, introduction of special commission 
officers (SCO), marginal improvement in promotion prospects 
of service officers indicate the need for formulating concrete 
recruitment policies (Refer Analysis of question No 2 of 
Questionnaire for Defence Personnel in Chapter 6). The 
present media campaign; 'Do j'ou have it in you?' needs to be 
made more appealing to wider cross-section of Indian youth 
including rural youth. TTie main focus on urban youth requires 
modification. The continuous and regular survey on the 
effectiveness of changes in Defence Services Recruitment 
Policies needs to be undertaken. This will ensure greater 
effectiveness of recruitment policy makers through correct 
identification of shortcomings and timely remedial measures. 
7.57 The measures suggested by Defence Respondents as answer to 
open-ended question No. 3 may be categorized as measures for 
implementation within the Armed Forces and outside the 
Armed Forces. The measures for execution within the Services 
include substantial improvement in promotion prospects at par 
with Civil Services, Objectivity in Performance Appraisal, 
development of Family Accommodation in Forward Areas, 
improvement in Pay and Allowances in consonance with 
hardships and risks of Services. These imply poor satisfaction 
levels of the Defence Services Officers. It calls for constitution 
of a separate Pay Commission for the Armed Forces personnel 
keeping in view their peculiar service conditions vis-a-vis 
civilian counterparts. The measures suggested for 
implementation outside Armed Forces include conscription (as 
done in USA), effective Media Campaign, facilitating visits of 
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7.6 
youngsters to Defence Establishments for enhancing their 
awareness, compulsory NCC Training, rationalizing the 
Warrant of Precedence of Armed Forces officers vis-a-vis 
Civilian Counterparts, introducing Quiz on Indian Armed 
Forces, establishment of a Defence University and Defence 
Services Bank for personnel. 
Suggestions 
Based on findings the various suggestions given out by students and 
Defence respondents for improving the attractiveness of the Defence 
Services are tabulated below: -
Table No. 7.6 
Suggestions for Improving 
Attractiveness of the Defence Services 
Ser 
No. 
;. 
2. 
3. 
4. 
5. 
Specific Findings 
Father is the most highly involved in the 
choice of career of student respondents. 
Defence Services is ranked 7"' in the order of 
preference for a career. 
'Opportunity to Earn a Lot' is the single 
most conspicuous motivator for majority 
student respondents. 
Provide Compulsory Military Training in all 
schools and colleges. 
Subjectivity in Performance Appraisal 
Proposed Measures 
Advertising Campaign may 
exhort fathers to motivate their 
siblings to opt for the Armed 
Forces. 
Pay, Allowances, and Promotion 
Prospects need to be brought at 
par with IAS/IPS, which are 
ranked as No. 1 profession in 
popularity rating. 
The Compensation offered to the 
Armed Forces personnel should 
be made remunerative enough 
keeping in view hardships and 
hazards of the profession. It 
should be on the lines of foreign 
Armies. However, more 
emphasis should be on intrinsic 
motivators than materialistic 
comforts. 
Make NCC compulsory in all 
schools and colleges as it was 
done after 1962 Indo-China war 
after advertising the positive 
aspects through media campaign. 
Introduce 360" Appraisal. 
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Ser 
No. 
6. 
7. 
5. 
9. 
10. 
11. 
12. 
13. 
14. 
Specific Findings 
Pyramidal Hierarchy and Poor Promotion 
Prospects. 
Unrealistic Pay and Allowances. 
Early Retirement Age. 
Risks of being Disabled and Martyred in 
Battle/Counter Insurgency Operations. 
Frequent Separation of Soldiers from their 
Families. 
Autocratic Style of Leadership in the Armed 
Forces. 
Frequent Unscheduled Move of Personnel 
for Internal Security/ Counter Insurgency 
tasks. 
Poor Growth and Development of Children 
of Defence Personnel. 
Scandalous Defence Deals. 
Proposed Measures 
Restructure Armed Forces to 
create move vacancies for better 
promotion prospects of 
personnel. 
Constitute Separate Pay 
Commission for the Armed 
Forces. It should take into 
account the harsh and risky 
working conditions while 
formulating the package. 
Lateral induction of Armed 
Forces officers into Civil Services 
to ensure job security upto 60 
years of age. 
Ensure adequate Insurance 
Cover, Ex-gratia Payment and 
Rehabilitation of next-of-kin of 
the deceased. 
Construct 100% Family 
Accommodation in all 
Cantonments and Forward Areas. 
Encourage participative Style of 
Leadership by instituting suitable 
Rewards by practitioners of the 
new style. 
Deployment of troops on Internal 
Security Duties and Counter 
Insurgency tasks should be 
minimised. It should be assigned 
to Central Police organisations 
(CPOs) and Paramilitary Forces 
(PMFs) 
Cohabitation of Defence 
personnel with their families in 
forward areas and reservation of 
seats in educational institutions 
for children will overcome this 
malaise. 
Emphasise Code of Ethics for 
officers of Armed Forces. 
Offenders should be dealt with 
sternly under respective 
Army.Navy and Air Force Acts. 
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1.1 Summary of Motivational factors of Indian Youth - based 
Implications for Recruitment Policies of Armed Forces 
The changes introduced in the recruitment ideology for the Indian 
Armed Forces after Independence had deleterious effect upon the 
professional standards and operational effectiveness. However, these 
changes were necessary for meeting goals of equality, national 
integration and secularism enshrined in the Indian Constitution. An 
effective recruitment policy should stimulate capable, committed and 
motivated youth for enrolment into the officer cadre of the Defence 
Forces. 'Opportunity to Earn a lot' and Tower and Prestige in society' 
have replaced erstwhile aspirations of youth like 'Opportunity to Serve 
the Nation', Glamour of Uniform' and 'Adventurous Life Style'. This 
has nurtured consumerist, materialistic and individualistic attitudes in 
today's youth and thereby causing shortfall of officers in Defence 
Services. There may not be shortage of volunteers for the Defence 
Services because of rampant unemployment in the country. But the 
quality of optees for Defence Service Officers cadre leaves much to be 
desired. Creme de la Cr6me from Indian Schools and Colleges prefer 
softer jobs in software MNCs, Civil Services and other independent 
professions. The shift in motivational factors of Indian youth has 
caused a shortfall of 30% in its officer's cadre. While civil services 
rank as No. 1 profession in the order of preference in the study, the 
student respondents have rated the Defence Services as No. 8. The 
main reasons for shortfall of officers have been cited as poor 
promotion prospects, prolonged separation from families, professional 
hazards, subjective performance appraisal and inadequate 
compensation vis-a-vis hardships and risks involved. The adhoc 
recruitment policies like commissioning of ladies for short service of 
five years, re-employing retired officers, encouraging Personnel Below 
Officer Rank (PBOR) to take up special commission, marginal 
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improvement in promotion prospects and unimaginative media 
campaign et al have been found to be only 'somewhat effective'. The 
measures suggested by student and defence respondents to improve 
effectiveness of the Armed Forces as a career option need deliberation 
by both Defence Recruitment Policy Makers and the Government of 
India. A constant and continuous survey of the motivators of youth is 
the need of the hour. This will ensure evolution of concrete recruitment 
policies based on international and Indian environment conditions. 
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Chapter 8 
Chapter 8 Highlights, Suggestions 
and Future Directions 
8.1 Major Highlights including Suggestions 
8.11 In the choice of career by youth, various individuals e.g. mother, father, 
sister, brother, teacher, friends, grandparents etc play their role. The degree 
of involvement of these individuals varies in school, undergraduate and 
post-graduate students. In this study, mother involved the most in the 
process. Other individuals involved in the choice of career in decreasing 
order of importance order of importance are father, friends, relatives, 
teachers, sister/brother, grand parents and others. Other factors include self-
motivation, girl friends, and celebrities. 
8.12 Civil Services has emerged as the most sought after career among 
modern day youth followed by private sector, self employment, 
independent professionals, teaching, career in creative/performing Arts, 
Computer and IT professional. Defence Services, Public Sector and others. 
Other professions include Consultancy and Cinema. 
8.13 The Indian Armed Forces find lower precedence amongst the youth in the 
choice for a career. Probably, the risks and hardships of the Defence 
Services deter the prospective candidates. Amongst the Indian Armed 
Forces, the Indian Army is the least popular. Indian Air Force is the most 
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coveted. Indian Navy follows it. 
8.14 There is significant relationship between ranking of Defence 
Services by student respondents and their demographic profile. 
This relationship is most significant between ranking of Defence 
services by student respondents and their No. of Brothers. . 
8.15 The Indian youth do not apply for the Armed Forces as a career as 
they do for other professions. Bulk of Armed Forces aspirants is 
average academically and from middle to lower income group. 
8.16 'Opportunity to Earn a Lot' is the most significant 
consideration in the choice for a career for all student 
respondents. ^Glamour of uniform'and'Adventurous life 
style' enthuses very few youth. Emerging materialistic out-look and 
consumerist culture, possibly, are responsible for capable youth 
shying away from recruitment into the Armed Forces. Team-
spirited Spartan youth with austere life style fit in well into Armed 
Forces work culture. 
8.17 The main reasons for shortfall of Officers, as perceived by defence 
respondents are subjective performance appraisal, poor promotion 
prospects, unrealistic pay and allowances, professional hazards, 
frequent moves, separation from families and availability of 
other lucrative avenues. 
8.18 The various adhoc measures undertaken by the Indian Armed 
Forces to overcome shortfall e.g. marginal improvement in time 
period for substantive promotion of Captain, Major and Lt 
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Col/Equivalent rank, increasing intake of NCC 'C certificate 
qualified Officers, increase of intake of short service Officers, 
Lady Officer's recruitment, re-employment of retired Officers, 
media campaign, dilution of selection standards etc. have had lack-
luster effect on making up the officer's manpower deficiency. 
8.19 To attract talented youth towards the Armed Forces, improvement in 
promotional prospects to bring it at par with civil services, 
reservation of seats for children of defence personnel in Schools 
and Colleges, assured employment up to 60 years of age, realistic 
pay scales, increase in scales of family accommodation for soldiers, 
sensitization of civil administration towards problems of soldiers, 
compulsory military training, conscription, effective media 
campaign, appropriate counseling in schools/colleges are 
important. 
8.20 Paradigm shift in the motivational factors with bias towards 
materialism and consumerism and persisting shortfall of 30% 
Officers call for formulation of realistic recruitment policies. Risks 
and hardships of the profession of arms need to be factored into the 
compensation package to attract talented youth into the officers' 
cadre. X -Factor pay or Military Service Pay may be included in the 
compensation on the line^ of foreign armies. 
8.2 Future Directions 
Based on the experience gained during the period of the study and the 
results of the study conducted, the following recommendations are 
made: 
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8.21 Further, longitudinal study at national level should be taken up for 
accurate generalizations. 
8.22 For better representative sample, the larger number of students and 
defence respondents from some more areas of the country should be 
included. 
8.23 An in-house debate should be held in the Armed Forces for 
improvement of Service Conditions of its personnel. Such a 
debate should be held under aegis of a specially constituted 
committee comprising nominated personnel of varying rank 
structure, seniority and from all Arms and Services. The views and 
expectations of personnel should be projected to the Government of 
India in a convincing manner. The follow up action should be 
continued till the implementation of recommendations of such a 
committee. 
8.24 The aspirations of modem day youth in the form of suggested 
measures outlined by student respondents need to be considered and 
rationalized for incorporation into service conditions for greater 
attractiveness of the Defence Services as a career option. // may 
neither be feasible nor desirable to meet all the motivators of 
modern day youth. However, regular motivational surveys and in 
house debate on results of surveys by recruitment planners of the 
Defence Services will definitely keep the recruitment policy in tune 
with time. 
8.25 Concerted efforts should be made by the Government of India to 
improve the attractiveness of the Armed Forces service conditions 
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by enhancing the motivating factors and alleviating the hardships 
obtained through a research study. Quality of work life of Armed 
Forces needs to be made compatible with the Armed Forces of the 
world. Pay and allowances and service conditions should 
commensurate with hardships and professional hazards. For high 
degree of security and insurance of lives of countrymen, higher 
premium in the form of better pay and allowances of soldiers have 
to be paid. Recruitment polices need to be brought up-to-date by 
analyzing internal and external socio-economic environment of the 
country. Armed Forces need to recruit the bright youngsters since 
there are no runners -up during a war. 
8.26 Well- planned media campaign should be launched at national level 
to enthuse able-bodied young persons into the fold of Armed 
Forces. 
8.27 A separate Pay Commission should be constituted for the Armed 
Forces, which should consider peculiar service conditions of the 
services based on the results of a survey. The pay and allowances 
should be made compatible with the harsh working conditions 
evaluated by a periodical Services Survey Board. The results of 
such research should be made available to the pay commission. A 
comparison be made about the service conditions of the Armed 
Forces and other services for proper justification of enhancement of 
pay and allowances and thereby attracting the bright youngsters into 
the Armed Forces and overcoming the present shortfall of 13000 
officers through a more objective job evaluation. 
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Appendix 'A' 
Details of Serving/Retired Respondents 
Appendix 'B' 
Length of Service of Defence Respondents 
Appendix 'A' 
(Refer Para 5.723) 
Details of Serving/Retired Defence Respondents 
s 
No 
(a) 
1. 
2. 
3. 
Status 
(b) 
Serving 
Retired 
Retired and Re-
employed 
Total 
Army 
'f 
(c) 
91 
17 
19 
127 
% 
(d) 
71.65 
13.38 
14.96 
100% 
Indian Navy 
'f 
(e) 
07 
01 
Nil 
08 
% 
(f) 
87.5 
12.5 
Nil 
100% 
lAF 
'f 
(g) 
13 
01 
01 
15 
% 
(h) 
86.66 
6.66 
6.66 
100% 
Overall 
Statistics 
T 
(i) 
111 
19 
20 
150 
% 
0) 
74.0 
12.66 
13.33 
100% 
Appendix 'B' 
(Refer Para 5.723) 
Length of Service of Defence Respondents 
SNo 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
Length of 
Service in 
years 
(b) 
0 - 5 
6-10 
11-15 
16-20 
21-25 
26 - 30 
31-35 
Total 
Army 
T 
(c) 
17 
23 
23 
12 
26 
19 
07 
127 
% 
(d) 
13.38 
18.11 
18.11 
9.44 
20.47 
14.96 
5.51 
100% 
Indian Navy 
'f 
(e) 
01 
Nil 
04 
02 
01 
Nil 
Nil 
08 
% 
(f) 
12.5 
Nil 
50.0 
25.0 
12.5 
Nil 
Nil 
100% 
lAF 
T 
(g) 
02 
03 
02 
04 
03 
01 
Nil 
15 
% 
(h) 
13.33 
20.0 
13.33 
26.66 
20.0 
6.66 
Nil 
100% 
Overall 
Statistics 
'f 
(0 
20 
26 
29 
18 
30 
20 
07 
150 
% 
0) 
13.33 
17.33 
19.33 
12.0 
20.0 
13.33 
4.66 
100% 
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Rank Structure of Defence Respondents 
iT\9 Appendix 'D 
Details of Combat Arms or Supporting 
Arms/Services of Defence Respondents. 
Appendix 'C 
(Refer Para 5.723) 
Rank Structure Of Defence Respondents 
SNo 
(a) 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
Rank 
(b) 
Lt/Equivalent 
Capt/Equivalent 
Maj/Equivalent 
Lt Col/Equivalent 
Col/Equivalent 
Brig/Equivalent 
Maj Gen/Equivalent 
Total 
Army 
T 
(c) 
07 
15 
31 
42 
21 
09 
02 
127 
% 
(d) 
5.51 
11.81 
24.40 
33.07 
16.53 
7.08 
1.57 
100% 
Indian Navy 
'f 
(e) 
01 
Nil 
04 
02 
01 
Nil 
Nil 
08 
% 
(f) 
12.5 
Nil 
50.0 
25.0 
12.5 
Nil 
Nil 
100% 
lAF 
T 
(g) 
02 
03 
02 
04 
03 
01 
Nil 
15 
% 
(h) 
13.33 
20.0 
13.33 
26.66 
20.0 
6.66 
Nil 
100% 
Overall 
Statistics 
'f 
(i) 
10 
18 
37 
48 
25 
10 
02 
150 
% 
0) 
6.66 
12.0 
24.66 
32.0 
16.66 
6.66 
1.33 
100% 
Appendix 'D' 
(Refer Para 5.723) 
Details Of Combat Arm or Supporting Arm/Supporting 
Service Of Defence Respondents 
SNo 
(a) 
1. 
2. 
Type of Arm 
(b) 
Combat Arm (Infantry 
& Armoured Corps of 
Army, Executive of IN 
and Flying of lAF) 
Supporting Arm/Service 
(e.g. Artillery, Engineers 
Signalsetc, of lA, 
Logistics of IN and lAF 
Total 
Army 
'f 
(c) 
101 
26 
127 
% 
(d) 
79.52 
20.47 
100% 
Indian Navy 
'f 
(e) 
05 
03 
08 
% 
(f) 
62.5 
37.5 
100% 
lAF 
'f 
(g) 
11 
04 
15 
% 
(h) 
73.33 
26.66 
100% 
Overall 
Statistics 
'f 
(i) 
117 
33 
150 
% 
0) 
78.0 
22.0 
100% 
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Questionnaire for Students 
Appendix 'E' 
(Refer Para 5.91) 
Questionnaire For Students 
NCC Group HQ 
Lawson's Bay Colony 
Visakhapatnam-530017 
Dear Respondent, 
I am a serving Army Officer pursuing Doctorate in Business Administration (DBA) 
from Aligarh Muslim University (AMU), Aligarh (UP) in collaboration with All India Management 
Association (AIMA). In partial fulfillment of this doctoral programme, I need to complete a research 
project. For this purpose I have selected the topic 'Motivational factors of Indian Youth while Opting 
for a Career: Implications for the Recruitment Policies of the Armed Forces'. 
I need your kind cooperation and help for successful completion of this study. You may please 
fill in the accompanying Questionnaire. Your and free frank response would enable me to draw 
meaningful inferences. I will use the information fiimished through this questionnaire only for 
academic purpose and keep the same strictly confidential. 
Phase answer all the questions and return at your earliest convenience. 
(Dharmendra Singh) 
LtCol 
Q.l. Using the scale given below, indicate the involvement of following individuals in the choice of 
your career (Least Involved = 'LI', somewhat Involved = 'SF, Quite Involved = 'QI', 
Highly Involved = 'HI') 
SNo 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Individuals 
Mother 
Father 
Sister/Brother 
Teacher 
Friends 
Relatives 
Grandparents 
(If any other person, specify) 
LI SI QI HI 
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Q.2. Ranic the following professions from 1 to 10 where 1 indicates your most preferred profession, 
2 the second most preferred and so on. (Put a Tick Mark on the specific subcategory wherever 
applicable). 
SNo 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Professions 
Teaching 
Career in Creative/ Performing Arts 
(Singing/Music/Dance/Painting/Journalism) 
Civil Services e.g., (IAS/IPS and Allied Services) 
Defence Services (Indian Army/Indian Navy/ Indian Air Force) 
Independent Professional (Doctor/Engineer/Lawyer/Financial Experts) 
Private Sector (Indian Company/MNC) 
Public Sector 
Self Employed 
Computer and IT Professionals 
(If any other profession, specify) 
Rank 
Q.3. Indicate the degree of importance of the following factors in making your choice (use the 
specified scale). Least Important = 'LI', Somewhat Important = 'SF, 
Quite Important = 'QF, Very Important = 'VF 
SNo. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
Factors 
Power & Authority 
Prestige in Society 
Challenging Work 
Opportunity to Earn a Lot 
Job Security 
Job Close to Hometown 
Job in a Large Metro 
Opportunity to Serve the 
Nation 
Adventurous Life-style 
Security of Self & Family 
Feeling of Togetherness 
among Fellow Workers 
Glamour of Uniform 
Degree of Importance 
LI SI QI VI 
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Q.4. What steps do you suggest to attract modern day youth towards Defence Services? 
2. 
3. 
Q.5. In which state do you reside? 
Q.6. Your house is in (Tick Marie) 
Marks) 
A Metropolis 
A City 
A Town 
A Village 
Q.8. Specify the category to which you belong: 
sc 
ST 
OBC 
General 
Q.IO. No. of Brothers 
Q.12. Sex: M/F 
Q.14. Your Division from class X onwards: 
Class 
X 
XII 
Graduation 
P.G. 
Division 
Q.7. Your Religion (Tick 
Hinduism 
Christianity 
Sikhism 
Islam 
Other (Specify) 
Q.9. State the type of your School 
(Tick Mark Below):-
Private School 
Central School 
State Govt. School 
Other (Specify) 
Q.ll. No. of Sisters 
Q.13. Age: ' Years. 
Q.15. State the educational status of 
your parents (Tick Mark). 
Educational Status 
Matriculation or 
Less 
Graduate 
P.G. & above 
Father Mother 
Q.16. Your family's monthly income in Rupees 
(Tick Mark):-
Engineer, Teacher etc). 
Q.17 Mention the occupation of your 
parents in the adjacent space (e.g. 
Doctor, 
Up to 5000 
5001-10000 
10001-20000 
20001-above 
Mother 
Father 
Q. 18. Is any of your family members in the Defence Services? Write (Yes/No) 
(If yes, state the branch and designation and relationship with 
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Questionnaire for Students 
Q.19 Which kinds of family do you have? (Tick Mark) 
Nuclear 
Joint 
Other (Specify) 
Telephone Number (with STD codes) (Optional):- (O) 
_(R) 
E Mail Address(Optional)_ 
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Appendix 'F ' 
(Refer Para 5.92) 
Questionnaire for Defence Personnel 
NCC Group HQ 
Lawson's Bay Colony 
Visakhapatnam-530017 
Dear Respondent, 
I am a serving Army Officer pursuing Doctorate in Business Administration (DBA) from 
Aligarh Muslim University (AMU), Aligarh, (UP) in collaboration with All India Management 
Association (AIMA). In partial fulfillment of this doctoral programme, I need to complete a 
research project. For this purpose I have selected the topic, 'Motivational Factors of Indian Youth 
while Opting for a Career: Implications for the Recruitment Policies of the Armed Forces'. 
I need your kind cooperation and help for successful completion of this study. You may 
please fill in the accompanying Questionnaire. Your free and frank response v/ould enable me to 
draw meaningfiil inferences. I will use the information fiimished through this questionnaire only 
for academic purpose and keep the same strictly confidential. 
Please answer all the questions and return the questionnaire at your early convenience. 
(Dharmendra Singh) 
LtCol 
Q.l. List the reasons for shortfall of manpower in the officer's cadre of the defence services? 
(Write briefly in point form) 
1. -
2. 
3. - - -
4 
5. 
6. 
7. 
8. - : 
Appendix 'F' Questionnaire for Defence Personnel 
9. 
10. 
Q.2. Defence Services have employed certain measures to overcome shortfall of officers. 
Indicate your opinion regarding the degree of effectiveness of these measures using the scale 
given below: 
Least Effective = 'LE', Somewhat Effective = 'SE', Quite Effective = 'QE', 
Very Effective = 'VE' 
SNo 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
Measures 
Diluting selection standards. 
Media campaign e.g. 'Do you have it in you?' 
Filing up vacancies of officers through Personnel 
Below Officers Ranks (PBOR) e.g. RCOs and SCOs. 
Curtailing pre-commission training period. 
Encouraging Junior commissioned officers (JCOs) 
and Non Commissioned Officers (NCOs) to shoulder 
enhanced responsibilities 
Increasing attachment period of newly commissioned 
officers from services with infantry. 
Increasing intake of short service commissioned officers 
(SSCOs) 
Introducing Stipend of Rs. 8000/- p.m. during pre-
commission training. 
Enhancing promotional prospects by reducing service 
requirement for substantive ranks of Captain (from 6 to 
5 years), Major (from 11 to 10 years), and Lt Col 
(from 21 to 20 years). 
Encouraging lady officers to join the Armed Forces. 
Motivating ' C certificate qualified NCC cadets for 
entry into officer's cadre. 
Embodiment of Territorial Army Officers for employment in 
insurgency (CI) areas with TA units. 
Raising Rashtriya Rifles units for CI operations and 
pooling in officers from all arms rather than Infantry 
alone. 
Re-employing retired officers of the rank up to 
Colonel/Equivalent in the appointment tenable by Captain 
and Major/Equivalent 
Degree Of Effectives 
LE SE QE VE 
Appendix 'F' Questionnaire for Defence Personnel 
Q. 3. Suggest measures that in your opinion may attract youth towards the Defence Services. 
(Write briefly) 
1. 
2. 
3. 
4. 
5. 
Q.4. Whether Serving/Retired: 
Q.5. State the department to which you belong, 
etc) 
Q.6. Indicate length of service rendered. 
Q.7. Present rank/rank last attained in service 
. (S/R) 
(e.g. IAS, Army, BSF, 
(years) 
Q.8. Indicate your Indian Defence Services Arm-Combat (e.g. Infantry of lA, Executive 
Branch of IN, Flying Branch of lAF) OR Supporting Arm/Service 
(Use 'CA' For combat arm and 'SAS' for supporting Arms/service) 
Q.9. In which state do you reside? 
Q. 10. Your house is in (Tick Mark) Q. 11. Your Religion (Tick Mark) 
A Metropolis 
A City 
ATovra 
A Village 
Hinduism 
Christianity 
Sikhism 
Islam 
Other (Specify) 
Q. 12. Specify the category to which you belong 
sc 
ST 
OBC 
General 
Q. 13. State the type of your School 
(Tick Mark Below):-
Private School 
Central School 
State Govt. School 
Other (Specify) 
Q.14. No. of Brothers 
Q.15. No. of Sisters _ 
Q.16. Sex: M / F Q.17. Age: Years. 
Appendix.'F' Questionnaire for Defence Personnel 
Q.18. Your Division from class 10th onwards: 
Class 
X 
XII 
Graduation 
P.G. 
Division 
Q.20. Your family's monthly income in rupees 
(Tick Mark) 
Up to 5000 
5001 - 10000 
10001-20000 
20001-Above 
Q. 19. State the educational status of 
Your parents (Tick Mark). 
Educational Status 
Matriculation or 
Less 
Graduate 
P.G. & above 
Father Mother 
Q.21. Mention the occupation of 
your parents in the adjacent space (e.g. 
Doctor, Engineer, Teacher etc). 
Mother 
Father 
Q.22. Is any of your family members in the Defence 
Services? Write (Yes/No) 
If yes, state the branch, designation and relationship with you 
Q.23. Which kind offamily do you have? (Tick Mark) 
Nuclear 
Joint 
Other (Specify) 
Telephone Number (with STD codes) (Optional):-
E-mail Address (Optional) : 
(0.) 
.(R-) 
Appendix 'C 
Hindi Version of Questionnaire for Students 
v;nr?M 
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Appendix 'H' 
Degree of Involvement of Various Individuals 
in the Choice of Career of School Students 
Appendix 'H' 
(Refer Para 6.221) 
Degree of Involvement Of Various Individuals In 
The Choice Of Career Of School Students (75) 
SNo 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
Individuals 
Mother 
Father 
Sister/Brother 
Teacher 
Friends 
Relatives 
Grand Parents 
Others 
Girls Friends 
Celebrities 
LI 
Frequency 
10 
20 
18 
20 
18 
15 
23 
-
-
SI 
Frequency 
17 
15 
19 
17 
17 
15 
15 
-
2 
Ql 
Frequency 
18 
27 
18 
16 
15 
24 
17 
-
-
HI 
Frequency 
30 
13 
20 
22 
25 
21 
20 
3 
-
N 
Frequency 
75 
75 
75 
75 
75 
75 
3 
2 
Total 
Score 
214 
183 
190 
190 
197 
201 
184 
12 
4 
% 
71.33 
61.0 
63.33 
63.33 
65.66 
67.0 
61.33 
4.0 
1.33 
Position 
1 
6 
4 
4 
3 
2 
5 
7 
8 
Abbreviation 
LI - Least Involved 
SI - Some what Involved 
QI - Quite Involved 
HI - Highly Involved 
31: 
Appendix 'I' 
Degree of Involvement of Various 
Individuals in the Choice of Career of 
Under Graduates 
Appendix T 
(Refer Para 6.221) 
Degree Of Involvement Of Various Individuals In The 
Choice Of Career Of Under Graduates (75) 
s 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Individuals 
Mother 
Father 
Sister/ 
Brother 
Teacher 
Friends 
Relatives 
Grand 
Parents 
Others 
LI 
Frequency 
-
1 
13 
08 
11 
18 
18 
-
SI 
Frequency 
14 
7 
27 
20 
14 
22 
19 
-
QI 
Frequency 
30 
33 
19 
27 
30 
13 
16 
NIL 
HI 
Frequency 
31 
34 
16 
20 
20 
22 
22 
-
Total 
Frequency 
75 
75 
75 
75 
75 
75 
75 
-
Total 
Score 
242 
250 
188 
209 
209 
189 
192 
-
% 
80.6 
6 
83.3 
3 
62.6 
6 
69.6 
6 
69.6 
6 
63.0 
64.0 
-
Positior 
2 
1 
6 
3 
3 
5 
4 
-
31( 
<T? Appendix 'J 
Degree of Involvement of Various Individuals in the 
Choice of Career of PG Students 
Appendix 'J' 
(Refer Para 6.221) 
Degree Of Involvement Of Various Individuals in The Choice Of 
Career Post Graduate Students. 
s 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
Individual 
Mother 
Father 
Sister/ 
Brother 
Teacher 
Friends 
Relatives 
Grand 
Parents 
Others 
Self-
Motivatio 
n 
LI 
Frequency 
-
5 
17 
8 
12 
17 
23 
SI 
Frequency 
20 
13 
27 
18 
13 
26 
28 
12 
Qi 
Frequency 
20 
17 
16 
18 
11 
17 
12 
09 
HI 
Frequency 
35 
40 
15 
31 
39 
15 
12 
Total 
Frequency 
75 
75 
75 
75 
75 
75 
75 
21 
Total 
Score 
240 
270 
179 
222 
227 
180 
163 
51 
% 
80.0 
90.0 
59.66 
74.0 
75.66 
60.0 
54.33 
17.0 
Overall 
Positior 
2 
1 
6 
4 
3 
5 
7 
8 
Abbreviation Used 
LI 
SI 
QI -
HI 
Least Involved 
Somewhat Involved 
Quite Involved 
Highly Involved 
31' 
Appendix 'K' 
Ranking of Order of Preference of School 
Students for Various Broad Categories 
of Professions 
Appendix 'K' 
(Refer Para 6.23) 
Ranking Of Order Of Preference Of School Student For Various Professions 
(A) N = Sum of Frequencies 
(+) % = Total Score x 100 
Maximum possible score i.e. 9 x 75 = 675 
School students (65): The school students ranked various professions as shown below-
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Professions 
Teaching 
Career in 
creative/performi 
ngArts 
(Singing/Music/ 
Dance/Painting/ 
Journalism 
Civil Services 
CIAS/IPS and 
Allied Services 
Defence Services 
(Army/Navy/AF) 
Independent 
Professional 
(Doctor/Engineer/ 
Lawyer/ 
Financial) 
'Expert' 
Private Sector 
(Indian company/ 
MNC) 
Public Sector 
Self Employed 
Computer, and IT 
Professional 
Any other 
Profession 
Frequencies of Ranking 
I 
11 
7 
12 
06 
14 
14 
02 
08 
9 
-
II 
11 
7 
04 
04 
10 
15 
5 
12 
06 
III 
11 
10 
12 
7 
6 
8 
11 
04 
05 
-
IV 
09 
08 
11 
11 
05 
06 
05 
06 
13 
-
V 
5 
7 
8 
6 
1 
0 
14 
13 
9 
2 
-
VI 
7 
8 
7 
6 
9 
11 
3 
21 
2 
-
VII 
8 
10 
4 
7 
7 
2 
14 
13 
9 
-
VIII 
12 
14 
9 
9 
4 
3 
8 
-
14 
-
IX 
1 
4 
8 
19 
10 
2 
14 
-
15 
-
X 
-
-
-
-
-
-
@ 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
-
Total 
Score 
420 
366 
396 
313 
403 
466 
314 
403 
330 
-
% 
(+) 
62.22 
54.22 
58.66 
46.37 
59.70 
69.03 
46.51 
59.70 
48.88 
-
Order of 
Preference 
2 
5 
4 
8 
3 
1 
7 
3 
6 
-
31; 
Appendix 'L' 
Ranking of Various Broad Categories of 
Professions by UG Students 
Appendix 'L' 
(Refer Para 6.23) 
Ranking Of Various Broad Categories Of 
Professions By Undergraduate Students (75) 
s 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Professions 
Teaching 
Career in Creative/ 
Performing Arts 
(Singing/Dance/ 
Music/Painting/ 
Journalism 
Civil Services 
(IAS/ 
IPS and Allied 
Services) 
Defence Services 
(Army/Navy/AF) 
Independent 
Professional 
(Doctor/Engineer/ 
Lawyer/Financial 
Expert) 
Private Sector 
(Indian 
Company/MNC) 
Public Sector 
Self Employed 
Computer & IT 
Professional 
Any other 
Profession 
(a) Acting 
(b) Consultancy 
I 
5 
10 
16 
4 
6 
14 
5 
7 
10 
-
II 
6 
9 
8 
6 
17 
6 
03 
15 
7 
-
Frequency of Rankings 
III 
13 
17 
15 
5 
5 
5 
03 
4 
10 
-
IV 
18 
4 
7 
16 
6 
4 
4 
10 
8 
-
V 
4 
12 
6 
10 
12 
11 
8 
6 
03 
8 
VI 
5 
10 
5 
8 
7 
6 
8 
11 
17 
-
VII 
6 
9 
4 
9 
6 
10 
15 
10 
8 
-
VIII 
10 
03 
09 
08 
11 
7 
6 
11 
11 
4 
-
IX 
8 
01 
5 
9 
5 
12 
23 
01 
01 
-
(a) 
N 
75 
75 
75 
75 
75 
75 
75 
75 
4 
8 
Total 
Score 
378 
439 
440 
349 
403 
368 
266 
398 
394 
8 
40 
% 
56.0 
65.03 
65.18 
51.70 
59.70 
54.51 
39.40 
58.96 
58.37 
1.18 
5.92 
Order of 
6 
2 
1 
9 
3 
7 
8 
4 
5 
11 
10 
N Sum of Frequencies 
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Appendix 'M' 
Ranking of Various Broad 
Categories of Professions by PG Students 
Appendix 'M' 
(Refer Para 6.23) 
Ranking of Various Broad Category of 
Professions By Postgraduate Students (75) 
s 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
Professions 
Teaching 
Career in Creative/ 
Performing Arts 
(Singing/Dance/ 
Music/Painting/ 
Journalism) 
Civil 
Services(IAS/ 
IPS and Allied 
Services) 
Defence Services 
(Army/Navy/AF) 
Independent 
Professional 
(Doctor/Engineer/ 
Lawyer/Financial 
Expert) 
Private Sector 
(Indian 
Company/MNC) 
Public Sector 
Self Employed 
Computer & IT 
Professional 
Any other 
Profession 
Frequency of Rankings 
1 
4 
3 
9 
-
3 
7 
1 
2 
6 
-
II 
12 
10 
13 
6 
7 
9 
6 
10 
07 
-
Ill 
08 
6 
9 
9 
12 
13 
7 
7 
9 
-
IV 
10 
8 
11 
7 
14 
11 
06 
05 
08 
-
V 
08 
08 
6 
8 
11 
05 
13 
16 
05 
" 
VI 
05 
09 
07 
07 
05 
08 
18 
13 
08 
-
VII 
05 
12 
6 
6 
8 
09 
09 
07 
18 
-
Vlll 
10 
13 
8 
13 
7 
6 
5 
9 
9 
-
IX 
13 
6 
6 
19 
8 
07 
10 
6 
5 
-
(a) 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
-
Total 
Score 
356 
341 
412 
284 
372 
395 
326 
354 
355 
• 
% 
52.74 
50.51 
61.03 
42.07 
55.11 
58.51 
48.29 
52.44 
52.59 
-
Order of 
{'reference 
4 
7 
1 
9 
3 
2 
8 
6 
5 
" 
(a) N Sum of Frequency 
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Appendix *N' 
Ranking Sub Categories of Various 
Professions in Accordance With 
Preference of School Students 
Appendix 'N' 
(Refer Para 6.24) 
Ranking Of Sub Categories Of Various Professions 
In Accordance With preference of School Students (75) 
s 
No. 
1. 
2. 
3. 
4. 
5. 
Broad 
Category 
Of the 
Professions 
Career in 
Creative/ 
Performing Arts 
Civil Services 
Defence 
Services 
Independent 
Professional 
Private Sector 
Sub Category 
Of 
Professions 
Singing 
Music 
Dance 
Painting 
Journalism 
IAS 
IPS 
IPS 
Allied Services 
Army 
Indian Navy 
Indian Air Force 
Doctor 
Engineer 
Lawyer 
Financial Expert 
Indian Company 
MNC 
Frequency of Ranking 
I 
12 
14 
18 
9 
22 
25 
20 
23 
01 
9 
26 
30 
32 
28 
01 
08 
22 
53 
II 
9 
11 
19 
11 
25 
21 
18 
11 
27 
20 
28 
32 
20 
22 
11 
24 
53 
22 
III 
21 
22 
10 
19 
3 
13 
20 
10 
34 
46 
21 
13 
11 
13 
31 
22 
NA 
NA 
IV 
19 
8 
14 
17 
17 
16 
17 
31 
13 
NA 
NA 
NA 
12 
12 
32 
21 
NA 
NA 
V 
14 
20 
14 
19 
8 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
Total 
Score 
211 
216 
238 
199 
261 
205 
191 
176 
166 
113 
155 
167 
222 
216 
131 
169 
97 
128 
% 
56.26 
57.6 
55.46 
53.06 
69.6 
68.33 
63.66 
58.66 
55.33 
50.22 
68.88 
74.22 
74.0 
72.0 
43.66 
56.33 
64.66 
85.33 
Order of 
Preference 
4 
3 
2 
5 
1 
1 
2 
3 
4 
3 
2 
1 
1 
2 
4 
3 
2 
1 
NA 
N 
Not Applicable 
Sum of Frequency 
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Appendix 'O' 
Ranking of Sub Categories of 
Various Professions in Accordance 
With Preference of UG Students 
Appendix 'O' 
(Refer Para 6.24) 
Ranking Of Sub Categories Of Various Professions In 
Accordance With Preference Of Undergraduates Students (75) 
s 
No. 
1. 
2. 
3. 
4. 
5-
Broad 
Category 
Of the 
Professions 
Career in 
Creative/ 
Performing Arts 
Civil Services 
Defence 
Services 
Independent 
Professional 
Private Sector 
Sub Category 
Of 
Professions 
Singing 
Music 
Dance 
Painting 
Journalism 
IAS 
IPS 
IPS 
Allied Services 
Army 
Indian Navy 
Indian Air Force 
Doctor 
Engineer 
Lawyer 
Financial Expert 
Indian Company 
MNC 
Frequency of Ranking 
I 
16 
12 
23 
13 
11 
32 
18 
16 
8 
18 
23 
33 
14 
13 
23 
24 
29 
45 
II 
8 
9 
16 
17 
25 
19 
24 
23 
8 
26 
25 
23 
16 
14 
25 
19 
46 
30 
III 
34 
11 
9 
9 
12 
9 
12 
19 
34 
31 
27 
19 
18 
24 
17 
15 
NA 
NA 
IV 
10 
28 
18 
8 
11 
15 
21 
17 
25 
NA 
NA 
NA 
27 
24 
10 
17 
NA 
NA 
V 
7 
15 
9 
28 
16 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
Total 
Score 
241 
200 
251 
204 
229 
218 
189 
188 
165 
137 
146 
164 
167 
166 
211 
187 
104 
120 
% 
64.26 
53.33 
66.93 
54.40 
61.06 
72.66 
63.0 
62.66 
55.0 
60.88 
64.88 
72.88 
55.66 
55.33 
70.33 
62.33 
69.33 
80.0 
Order of 
Preference 
2 
5 
1 
4 
3 
1 
3 
2 
4 
3 
2 
1 
3 
4 
1 
2 
2 
1 
Appendix 'P' 
Ranking of Sub Categories of 
Various Professions in Accordance 
With Preference of PG Students 
Appendix 'P' 
(Refer Para 6.24) 
Ranking of Sub Category of Various Professions In Accordance 
With Preference of Postgraduate Students (75) 
s 
No. 
(a) 
1. 
2. 
3. 
4. 
5. 
Board 
Category 
Of the 
Professions 
(b) 
Career in 
Creative/ 
Performing Arts 
Civil Services 
Defence 
Services 
Independent 
Professional 
Private Sector 
Sub Category 
Of 
Professions 
(c) 
Singing 
Music 
Dance 
Painting 
Journalism 
IAS 
IPS 
IFS 
Allied Services 
Army 
Indian Navy 
Indian Air Force 
Doctor 
Engineer 
Lawyer 
Financial Expert 
Indian Company 
MNC 
Frequency of Ranking 
I 
(d) 
19 
13 
15 
12 
16 
23 
25 
17 
10 
17 
26 
31 
22 
23 
12 
18 
31 
44 
II 
(e) 
14 
17 
15 
16 
13 
18 
16 
20 
21 
22 
23 
29 
23 
20 
17 
15 
44 
31 
III 
(f) 
12 
18 
11 
15 
19 
13 
17 
23 
22 
36 
26 
15 
17 
18 
19 
21 
NA 
NA 
IV 
(g) 
12 
13 
18 
19 
13 
21 
17 
15 
22 
NA 
NA 
NA 
13 
14 
27 
21 
NA 
NA 
V 
(h) 
18 
14 
16 
13 
14 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
NA 
N 
(0 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
Total 
Score 
0) 
229 
227 
220 
220 
229 
193 
199 
189 
169 
131 
150 
166 
204 
172 
164 
180 
106 
119 
% 
(k) 
61.06 
60.53 
58.66 
58.66 
61.06 
64.33 
66.33 
63.0 
56.33 
58.22 
66.66 
73.77 
68.0 
57.33 
54.66 
60.0 
70.66 
79.33 
Order of 
Preference 
(1) 
1 
2 
3 
3 
1 
2 
1 
3 
4 
3 
2 
1 
1 
3 
4 
2 
2 
1 
Appendix 'Q' 
Degree of Importance of 
Motivators for School 
Students in the Choice of Career 
Appendix 'Q' 
(Refer Para 6.26) 
Degree of Importance of Motivators/Satisfiers for School 
Students in the Choice of Career 
s 
No 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
Motivators 
Power and Authority 
Prestige in Society 
Challenging Work 
Opportunity to Serve the 
Nation 
Adventurous Life Style 
Glamour of Uniform 
Recognition & Rewards 
e.g. Bharat Ratna, PVC etc. 
Opportunity to earn a Lot 
Job Security 
Job Close to Hometown 
Job in a Large Metro 
Security of Self & Family 
Feeling of Togetherness 
among Fellow Workers 
Degree of Importance 
'Ll'f 
21 
14 
6 
16 
34 
19 
11 
3 
5 
10 
28 
14 
6 
'Sl'f 
12 
22 
20 
29 
20 
31 
25 
19 
7 
42 
7 
11 
20 
'Ql'f 
31 
10 
21 
16 
10 
17 
33 
10 
30 
15 
33 
19 
24 
'VI'f 
11 
29 
28 
14 
11 
8 
6 
43 
33 
8 
7 
31 
25 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
Total 
Scores 
182 
204 
221 
178 
148 
164 
184 
243 
208 
171 
169 
217 
218 
% 
60.66 
68.0 
73.66 
59.33 
49.33 
54.66 
61.33 
81.0 
69.33 
57.0 
56.33 
72.33 
72.66 
Overall 
Relative 
Position 
8 
6 
2 
9 
13 
12 
7 
1 
5 
10 
11 
4 
3 
Abbreviations:- 'LP = Least Important. 'SI' = Somewhat Important. 
'Ql' = Quite Important 'VI' = Very Important. 'f = Frequency of Response. 
'N' = Total frequency of response for a factor. 
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Appendix 'R' 
(Refer Para 6.26) 
Degree of Importance of Motivators for 
Undergraduates (75) in the Choice of Career. 
s 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
Motivators 
Power and Authority 
Prestige in Society 
Challenging Work 
Opportunity to Serve the 
Nation 
Adventurous Life Style 
Glamour of Uniform 
Recognition & Rewards 
e.g. Bharat Ratna, PVC etc. 
Opportunity to earn a Lot 
Job Security 
Job Close to Hometown 
Job in a Large Metro 
Security of Self & Family 
Feeling of Togetherness 
among Fellow Workers 
Degree of Importance 
'LPf 
8 
6 
10 
13 
11 
14 
9 
6 
8 
26 
32 
8 
18 
'Sl'f 
24 
12 
19 
20 
23 
26 
25 
12 
11 
19 
19 
10 
24 
'Ql'f 
18 
23 
24 
25 
28 
23 
29 
18 
21 
19 
13 
24 
15 
'Vl'f 
25 
34 
22 
17 
13 
12 
12 
39 
35 
11 
11 
33 
18 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
Total 
Scores 
210 
235 
208 
196 
193 
183 
194 
201 
233 
165 
153 
232 
183 
% 
70.0 
78.33 
69.33 
65.33 
64.33 
61.0 
64.66 
67.0 
77.66 
55.0 
51.0 
77.33 
61.0 
Overall 
Relative 
Position 
4 
1 
5 
7 
9 
10 
8 
6 
2 
11 
12 
3 
10 
Abbreviations:- 'LI' = Least Important. 'SI' = Somewhat Important. 
'Ql' = Quite Important 'VI' = Very Important. 'f = Frequency of Response. 
'N' = Total frequency of response for a factor. 
Appendix 'S' 
Degree of Importance of Motivators 
for PG Students in the 
Choice of Career 
Appendix 'S' 
(Refer Para 6.26) 
Degree of Importance of Motivators 
For Postgraduate Students (75) in the Choice of Career. 
s 
No. 
1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
Motivators/Satisfiers 
Power and Authority 
Prestige in Society 
Challenging Work 
Opportunity to Serve the 
Nation 
Adventurous Life Style 
Glamour of Uniform 
Recognition & Rewards 
e.g. Bharat Ratna, PVC etc. 
Opportunity to Earn a Lot 
Job Security 
Job Close to Hometown 
Job in a Large Metro 
Security of Self & Family 
Feeling of Togetherness 
among Fellow Workers 
Degree of Importance 
'Ll'f 
10 
13 
16 
14 
23 
17 
26 
11 
15 
26 
12 
16 
15 
'Sl'f 
14 
16 
17 
28 
28 
23 
28 
11 
14 
15 
14 
13 
14 
'Ql'f 
27 
25 
23 
17 
11 
18 
11 
25 
17 
19 
23 
21 
27 
'Vl'f 
24 
21 
19 
16 
13 
17 
10 
28 
29 
15 
26 
25 
19 
N 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
75 
Total 
Scores 
215 
204 
195 
193 
164 
185 
155 
220 
210 
173 
213 
205 
200 
% 
71.66 
68.0 
65.0 
64.33 
54.66 
61.66 
51.66 
73.33 
70.0 
57.66 
71.0 
68.33 
66.66 
Overall 
Relative 
Position 
2 
6 
8 
9 
12 
10 
13 
1 
4 
11 
3 
5 
7 
Abbreviations:- 'LI' = Least Important. 'SI' = Somewhat Important. 
'QI' = Quite Important 'Vl' = Very Important. 'f = Frequency of Response. 
'N' = Total frequency of response for a factor. 
Appendix 'T' 
Chi Square Test for Establishing Degree of 
Significance of Relationship between Rankings of 
Defence Services by Student Respondents and their 
Demographic Profile. 
cm Square 1 est lor Establishing Degree of iSigniticance oi 
Relationship between Rankings of Defence Services by Student 
Respondents and their Demographic Profile. 
Table No. 6.332 Computation of X^  (Regional Nativity- 1. Northern, 2. 
Central and 3. Southern Indian) - Refer Page No 145. 
OF 
47 
79 
99 
EF 
89 
79 
57 
OF-EF 
-42 
0 
42 
(OF-EF)-
1764 
0 
1764 
(OF-EF)^/EF 
19.82 
0 
30.94 
E = 50.76 
X^=Z (OF - EF)^ 
EF 
= 50.76 
df=(3-l)(2-l)=2 
Table 6.44 Computation of X^ (House location 1. Metros 2. Cities and 3. 
towns) - Refer Page No 147. 
OF 
47 
79 
99 
EF 
94 
93 
38 
OF-EF 
-47 
-14 
61 
(OF - EF)^ 
2209 
196 
3721 
(OF-EF)^/EF 
23.50 
2.10 
97.92 
x^" 123.52 
S-123.52 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services by Student 
Respondents and their Demographic Profile. 
Table No 6.532 Computation of x2 (Religion, 1. Hinduism including 
Sikhism, 2. Christianity and 3. Islam) - Refer Page No 148. 
OF 
47 
79 
99 
EF 
142 
07 
76 
OF-EF 
-95 
72 
23 
(OF-EF) ^ 
9025 
5184 
529 
(OF-EF)'/EF 
63.55 
740.57 
6.96 
1=811.08 
1=811.08 
x ' =811.08 
Table 6.64 - Computation of x^  - Refer Page No 150. 
(1. SC & ST, 2. OBC and 3. General) 
OF 
47 
79 
99 
EF 
68 
16 
141 
O F - E F 
-21 
63 
-42 
(OF-EF)^ 
441 
3969 
1764 
(Or-EF)^/EF 
6.48 
248.06 
12.51 
Z= 267.05 
i^  =267.05 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services bv Student 
Respondents and their Demographic Profile. 
Table 6.74 Computation of x (Type of School 1. Private, 
2. Government and 3. Others) - Refer Page No 152. 
OF 
24 
52 
74 
EF 
51 
82 
14 
O F - E F 
- 27 
- 33 
+ 60 
(OF-EF)^ 
429 
1089 
3600 
(OF-EF)^/EF 
14.29 
12.81 
257.14 
E = 284.24 
X^  = 284.24 
Table 6.832 Computation of x2 (No of Brothers - 1 . Nil 2.0ne 
3.Two or More) - Refer Page No 154. 
OF 
24 
52 
74 
EF 
62 
84 
04 
O F - E F 
- 38 
- 32 
70 
(OF-EF)^ 
1444 
1024 
4900 
(OF-EF)^/EF 
23.29 
12.11 
1225.00 
Z = 1260.48 
X' =1260.48 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services hv Student 
Respondents and their Demographic Profile. 
Table No. 6.933Computation of x 
(No. of Sisters -1 . Nil, 2. One, 3. Two or More) - Refer Page No 155. 
OF 
47 
79 
99 
EF 
117 
72 
36 
OF-EF 
70 
7 
63 
(OF-EF) ^ 
4900 
49 
3969 
(OF-EF) 
^/EF 
41.88 
0.68 
110.25 
I = 152.81 
X' = 152.81 
Table No. 6.1033 Computation of x ( Gender 1. Males and 
2. Females)-Refer Page No 156. 
OF 
105 
120 
EF 
144 
81 
OF-EF 
-39 
39 
(OF-EF)' 
1521 
1521 
(OF-EF)'/EF 
10.56 
48.14 
E = 58.70 
x' = 58.70 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services by Student 
Respondents and their Demographic Profile. 
Table No. 6.1133 
Computation of x^  (Age Group 1.15-20 and 
2. 21-25) - Refer Page No 158. 
OF 
105 
120 
EF 
140 
85 
OF-EF 
-35 
35 
(OF-EF) ^ 
1225 
1225 
(OF-EF) ^ /EF 
8.75 
14.41 
I = 23.16 
X'= 23.16 
Table 6.1232 Computation of x^  (Academic Performance 1. X 2. XII 
and 3. Graduate class) - Refer Page No 160. 
OF 
47 
79 
99 
EF 
132 
102 
73 
OF-EF 
-85 
-23 
26 
(OF-EF)' 
7225.0 
529 
-676.0 
(OF-EF)'/EF 
54.73 
5.18 
9.26 
E = 69.17 
X' == 69.17 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services by Student 
Respondents and their Demographic Profile. 
Table No. 6.1331 (Educational Status of Father Matriculation, 
Graduation and PG and above Computation of x^) - Refer 
Page No 162. 
OF 
47 
79 
99 
EF 
42 
108 
75 
OF-EF 
5 
-29 
24 
(OF-EF)' 
25 
841 
576 
(OF-EF)'/EF 
0.595 
7.780 
7.680 
Z= 16.055 
X^= 16.055 
Table No. 6.1322 Computation of x (Educational Status of 
Mother-1. Matriculation & less 2. Graduate and PG & Above) 
- Refer Page No 162. 
OF 
47 
79 
99 
EF 
77 
125 
23 
OF-EF 
-30 
-46 
76 
(OF-EF)' 
900 
2116 
5776 
(OF-EF)'/EF 
11.68 
16.92 
251.13 
E= 279.73 
x' =279.73 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services by Student 
Respondents and their Demographic Profile. 
Table No. 6.1433 
Computation of x" (Family's Income 1. Upto 10,000/- 2. 10,000/-
20,000/- and 3. 20,000/- & above) - Refer Page No 164. 
OF 
47 
79 
99 
EF 
118 
87 
20 
OF-EF 
-71 
-8 
79 
(OF-EF) ^ 
5041 
64 
6241 
(OF-EF)'/EF 
42.72 
0.73 
312.05 
Z= 355.50 
X'= 355.50 
Table No. 6.1523 Computation of x^  (Father's Occupation- 1. 
Defence Service & 2. Civil Service) - Refer Page No 166. 
OF 
105 
120 
EF 
19 
206 
OF-EF 
86 
-86 
(OF-EF)' 
7396 
7396 
(OF-EF)'/EF 
389.26 
35.90 
E = 425.16 
x^  =425.16 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Services by Student 
Respondents and their Demographic Profile. 
Table No. 6.163 Computation of x (Mother's Occupation 1. 
Housewives 2. Other Vocations) - Refer Page No 168. 
OF 
105 
120 
EF 
78 
147 
OF-EF 
27 
27 
(OF-EF)' 
729 
729 
(OF-EF)'/EF 
9.34 
4.95 
1 = 14.29 
x^  == 14.29 
Table No. 6.1723 (Serving/Retired Relatives in the Armed 
Forces 
1. Parents 2. Siblings and 3. Others) - Refer Page No 169. 
OF 
47 
79 
99 
EF 
29 
40 
156 
OF-EF 
18 
39 
-57 
(OF-EF)' 
324 
1521 
3249 
(OF-EF)'/EF 
11.17 
38.02 
20.82 
Z-70.01 
x^  = 70.01 
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Chi Square Test for Establishing Degree of Significance of 
Relationship bet>vcen Rankings of Defence Services bv Student 
Respondents and their Demographic Profile. 
Table No. 6.1823 Computation of x (Branches of Relatives in 
the Armed Forces - 1 . Army , Navy & Air Force, 2. Para 
Military Forces and 3. Defence Civilians) - Refer Page No 170. 
OF 
47 
79 
99 
EF 
54 
10 
07 
OF - EF 
7 
69 
92 
(OF-EF)' 
49 
476.0 
8464.0 
(OF-EF)'/EF 
0.90 
47.60 
1209.14 
1 = 1257.64 
X' = 1257.64 
Table 6.1922 Computation of Chi Square (Designation of family 
Members in the Armed Forces-1. Officers 2. PBOR) - Refer Page 
No 172. 
OF 
105 
120 
EF 
15 
56 
OF-EF 
90 
64 
(OF-EF)' 
8100 
4096 
(OF-EF)'/EF 
540.0 
73.14 
I =613.14 
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Chi Square Test for Establishing Degree of Significance of 
Relationship between Rankings of Defence Ser\'ices by Student 
Respondents and their Demographic Profile. 
x^  = 613.14 
Table 6.2022 
Computation of x^  (Type of Family ~ 1. Nuclear 2. Joint) - Refer 
Page No 173. 
OF 
105 
120 
EF 
182 
43 
OF-EF 
-77 
77 
(OF-EF)-
5929 
5929 
(OF-EF)'/EF 
32.57 
137.88 
E= 170.45 
x^  = 170.45 
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